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ABSTRACT 
Human Resource Planning Practices and Organization Performance: 
An Exploratory Investigation 
(September 1983) 
Stella M. Brown Nkomo, B.A., Bryant College 
M.B.A., University of Rhode Island, Ph.D., University of Massachusetts 
Directed by: Professor William C. Pyle 
This study provides current, comprehensive information about the 
formal human resource strategic planning practices of major U.S. corpo¬ 
rations and examines the impact of this planning on organization per¬ 
formance. 
The research in this study was carried out in two phases. Phase 
one consisted of a mail survey to identify firms using formal human 
resource strategic planning processes. Questionnaires were mailed to 
the Vice President of Personnel/Human Resources in each firm listed in 
the 1981 Fortune 500 Directory. 
The second part of this study consisted of a comparison between 
the performance of the sample firms using formal human resource strate¬ 
gic planning processes and non-users of such systems. The performance 
measures used in the study were sales growth, earnings growth, earnings/ 
sales ratio, return on investment, earnings/employee, assets/employees, 
earnings/labor costs, and labor costs/employees. Data from the Standard 
and Poor's 1981 Compustat Tapes were used to calculate these measures. 
Two approaches to data analysis were undertaken. The first analy¬ 
sis consisted of a two-way multivariate analysis of variance, using 
industry groupings and formal human resource strategic planners versus 
non-human resource strategic planners as the independent variables, and 
five-year average on the eight performance measures as the dependent 
variables. The second analysis consisted of a comparison of five-year 
performance prior to the introduction of formal human resource strategic 
planning with both five-year and ten-year post human resource strategic 
planning performance. The results of these two analyses indicated no 
significant differences between the performance of firms using formal 
human resource strategic planning and firms that do not. 
Formal human resource strategic planning is still in its infancy. 
Few firms have developed the fully=integrated processes outlined in the 
literature. Fifty-five percent of the respondent firms initiated human 
resource strategic planning after 1976. The results show that larger 
firms are more likely to engage in formal human resource strategic plan¬ 
ning. While the trend appears to be toward greater adoption of formal 
processes, the results presented in this study suggest that organiza¬ 
tions have yet to reap the benefits of such planning. 
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CHAPTER I 
INTRODUCTION 
Problem Statement 
This study provides information about the formal human resource 
planning practices in Fortune 500 firms and also examines the relation¬ 
ship of human resource planning to the financial performance of these 
firms. The focus of this study is on human resource strategic planning 
as opposed to short-term operational human resource planning. Thus, the 
use of the term "human resource planning" in this study refers to human 
resource strategic planning. Accordingly, human resource planning is 
defined as the process designed to prepare the organization for the 
future and to ensure that decisions regarding the use of people contri¬ 
bute to the achievement of organization objectives. Human resource 
planning is viewed as an important component of functional level strate¬ 
gic planning--that level of strategic planning focusing on resource 
maximization. The primary question addressed is: Do firms which use 
more complete human resource planning processes exhibit better perfor¬ 
mance? Secondary objectives are (1) to determine the state of the art 
of human resource planning as it is currently practiced in organiza¬ 
tions, and (2) to determine whether these practices differ across indus¬ 
tries. Admittedly, the study is somewhat broad. However, based on the 
current state of knowledge and research in this area, a broad approach 
is necessary. This study is exploratory in the sense that there is a 
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lack of research findings on the relationships between human resource 
planning and organization performance. 
2 
Background 
Human resource planning has received considerable attention since 
the publication of Eric Vetter's book. Manpower Planning for High Talent 
Personnel, in 1967 (Milkovich and Mahoney, 1976). Hill and Harbison, as 
early as 1954, stated that, "Of all economic resources, high talent 
manpower takes the longest to develop, and thus it demands the most 
careful consideration in planning for the future" (1954, p. 64). In 
recent years many approaches to and models of human resource planning 
have been developed and proposed. Less is known, however, about the 
application of these models and their benefits. Much of the strategic 
management literature has overlooked the strategic and competitive 
advantage to recruiting, retaining, and deploying the right personnel, 
as well as the potential dollar loss of under or misuti1ization of human 
resources. The implicit assumption has been that human resources are 
infinitely available, mobile, and flexible (Grant and King, 1982). 
However, the cumulative impact of governmental, economic, sociocultural, 
and demographic changes during the 1970s has led to an increased focus 
on human resource planning. 
Previous studies of human resource planning have consisted of 
rather small sample sizes or have concentrated on case studies of a few 
individual firms (Geisler, 1967; Tower, Perrin, Forster, and Crosby, 
1971; BNA, 1972; Heneman and Seltzer, 1970; Burack and Gutteridge, 1978; 
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Walker and Wolfe, 1979; and Nininger, 1980). Further, the literature 
abounds with prescriptions of how firms should conduct human resource 
planning; few studies attempt to distinguish between various degrees of 
completeness in the human resource planning process. Many personnel 
researchers extol the critical importance of human resource planning to 
firm survival without empirical support for that contention. Since the 
early 1970s numerous articles and books have been written arguing that 
organizations must utilize comprehensive, future-oriented human resource 
planning approaches. Implicit in this literature is the proposition 
that the use of such an approach will lead to the effective and effi¬ 
cient use of an organization's human resources and thereby have a 
positive impact on organization performance. The underlying assumption 
is that human resource planning applications can have a major positive 
impact in the areas of personnel cost effectiveness, employee productiv¬ 
ity, and management resource development. No previous study has sub¬ 
jected the human resource planning practices of a large number of firms 
to empirical investigation in order to analyze the overall financial 
performance of firms which use formal human resource planning systems. 
Design of the Study 
In order to learn more about the performance of firms using formal 
human resource planning systems, comparisons are made between the finan¬ 
cial performance of a group of users and non-users drawn from a sample 
of Fortune 500 firms. A questionnaire is used to collect data on an 
organization's human resource planning practices. Preestablished 
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objective criteria derived from the normative prescriptions for such 
planning are used to classify each respondent firm's practices into one 
of three categories depending upon the completeness of the process: no 
formal process, incomplete process, and fully-integrated process. This 
classification approach follows the methodology of previous studies on 
formal planning systems. A complete human resource planning process 
should: 
(1) Analyze the external environment. 
(2) Analyze the human resource implications of business and 
strategies. 
(3) Analyze current human resource supply 
(4) Forecast future human resource needs 
(5) Generate, analyze, and develop human resource objectives, 
strategies, and policies. 
Organization performance is operationalized as a multivariate phe¬ 
nomenon. Several measures are used to assess financial performance. 
These measures include sales growth, earnings growth, earnings/sales 
ratio, and return on investment. Additionally, measures developed to 
evaluate the return on investment in human resources are used: earn¬ 
ings/employee, assets/employee, earnings/labor expenses and labor 
expenses/employee. Data from the Standard and Poor Compustat Data Tapes 
are used to calculate the performance measures. The primary analysis 
consists of comparing the financial performance of the sample firms 
which use formal human resource planning and those which do not. 
Multivariate analysis of variance is used to test for equality of means 
on the performance variables. As a supplement to this quantitative 
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approach, data are also presented on human resource managers' subjective 
evaluations of the contribution of human resource planning to firm per¬ 
formance. 
Contributions of the Research 
This study will add to the growing body of knowledge in the field 
of human resource planning. In recent years there has been an increas¬ 
ing desire by both personnel scholars (Meyer, 1976; Fitz-Enz, 1980; and 
Driessnak, 1979) and practitioners for empirical examinations designed 
to estimate and demonstrate the financial impact of human resources and 
human resource management programs/policies on overall organizations 
results. Meyer (1976) has stated that executives in charge of the 
personnel function should speak the "bottom-line language." Although it 
is, at best, difficult to connect human resource management processes 
and organization profits directly, the attempt should be made. The 
results of this study should lead to further research which may prove 
helpful in supplementing the normative-descriptive analysis which has 
characterized the study of personnel management. 
This research also provides human resource planners with contem¬ 
porary information on what their colleagues are doing in the area of 
planning for human resources and the benefits that have been accrued. 
It is also hoped that this study will bring greater recognition to the 
need for organizations to pay attention to the human resource aspects of 
strategic planning. The study may provide tangible evidence of the 
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value and contribution of human resource planning to organization effec¬ 
tiveness and efficiency. 
Limitations of the Research 
Campbell and Stanley (1963), in their seminal work on research 
methodology, have stated that the selection of a research design that is 
strong in both internal and external validity is the ideal. This goal 
may have to be subordinated to a more pragmatic approach due to various 
real world constraints. Nowhere is this more true than in studying 
organizational processes. The limitations of the present research 
design will be discussed in the paragraphs that follow. 
A major weakness of this study is its ex post facto nature. As 
Kerlinger (1973) has pointed out, ex post facto research has three major 
weaknesses: (1) the inability to manipulate independent variables; 
(2) the lack of power to randomize; and (3) the risk of improper inter¬ 
pretation. The latter weakness is a consequence of the former two. 
Nonetheless, as long as the importance and meaning of such limitations 
are perceived, ex post facto research can be utilized effectively. 
Because "self-selection" has occurred, it is quite possible that another 
variable or variables may account for differences in organization 
performance. Firms were not randomly assigned to groups representing 
users and non-users of formal human resource planning. 
Several steps are taken in this study to deal with the confounding 
variable problem. Ratios are used to facilitate the comparisons between 
firms; change in performance is examined for both users and non-users of 
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formal human resource planning systems. Additionally, efforts are made 
to control for industry effects on performance. It is impossible to 
control for all extraneous variables. As in most complex issues, a 
single approach is seldom sufficient to test conclusively for all the 
many factors which may affect results. The intention of this explora¬ 
tory study is not to prove or disprove that human resource planning 
leads to successful performance. Rather, the objective is to identify a 
group of firms utilizing the formal human resource planning models 
advocated in the literature and to see if these firms exhibit better 
performance than those who do not engage in human resource planning. No 
simple cause and effect statements are justified or intended. 
Overview of Subsequent Chapters 
Chapter II discusses relevant theory and research. This litera¬ 
ture review examines the evolution of human resource planning and criti¬ 
cally reviews major research efforts. The relevance of human resource 
planning to organization performance is also discussed. The chapter 
closes with a review of studies which have used methodologies similar to 
the one employed in the present study. Chapter III presents the re¬ 
search hypotheses and methodology used to test each hypothesis. Ques¬ 
tionnaire development, pretest information, and the classification 
scheme used in the study are also described. Statistical tests and 
operational definitions are explicitly presented and discussed. 
Chapter IV contains the results of the analysis. Part one of the 
chapter presents findings on the state-of-the-art of human resource 
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planning practices, while part two focuses on the results regarding the 
benefits of such planning. 
Finally, Chapter V contains a discussion of the results. A 
summary of the major conclusions is presented and suggestions are made 
for future research efforts. 
CHAPTER II 
LITERATURE REVIEW 
From Manpower Planning to Human Resource Planning 
Any attempt to discuss the nature, scope, and content of human 
resource planning^ is severely hampered by the variety of definitions 
and terms that have been attributed to the concept (Craft, 1979; Nkomo, 
1980; Burack and Mathys, 1980; and Dyer, 1982). Manpower planning, per¬ 
sonnel planning, employment planning, human resource planning and other 
similar terms have been used to designate the planning function of human 
resource management (Megginson, 1977; Burack and Gutteridge, 1978). 
Historically, the term "manpower planning" was most often used to 
describe the planning activity of personnel management. In recent 
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years, however, the term "human resource planning" has gained currency. 
The impetus for this change arises from three sources: (1) the scope 
and conceptualization of this area have expanded considerably; (2) the 
need to emphasize the positive view of labor as a basic corporate re¬ 
source; and (3) to minimize the sexist connotation of the term "man¬ 
power." 
The traditional model of human resource planning has been dominated 
by the "manpower" approach with an emphasis on quantitative forecasting 
or supply-demand balancing. This type of planning typically focused on 
short-term, operational human resource planning. These models consisted 
of two components: (1) forecasting: generating the numbers, types, and 
quality of personnel needed; and (2) programming: the development of 
9 
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activities to put the forecast into operation (Walker, 1969; Burack, 
1977). Programming activities were largely confined to recruiting new 
employees, developing existing personnel, and replacing key employees 
(Geisler, 1967; Walker, 1969; Coleman, 1970; and Burack and Walker, 
1972). Upon closer examination, much of this work could be more appro¬ 
priately described as "employment planning" and was typically short- 
range in nature, or what Walker (1980) has called "labor supply-demand 
balancing." 
The derived demand model of manpower planning, attributed largely to 
the work of Vetter (1967), emphasized that human resource requirements 
were derived from organization profit and production goals and objec¬ 
tives. Vetter (1967, p. 15) defined manpower planning as: 
The process by which management determines how the organization 
should move from its current manpower position to its desired man¬ 
power position. Through planning management strives to have the 
right kinds of people, at the right places, at the right time, doing 
things which result in both the organization and the individual 
receiving maximum long-run benefit. 
A model developed by Coleman (1970, p. 90) illustrates the typical 
approach found in the literature on manpower planning: 
1. Determination of organization objectives and plans. 
2. Determination of gross manpower requirements for the planning 
period. 
3. Manpower inventory of in-house capability. 
4. Determination of net manpower requirements. 
5. Development of programs to meet net manpower requirements. 
The important linkage between human resource needs and the attain¬ 
ment of organization goals became clouded by an overemphasis on the 
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forecasting element of manpower planning (Nkomo, 1980). Most of the 
research and literature was directed towards the development of fore¬ 
casting techniques and models for manpower planning and less on under¬ 
standing the broad nature of the planning process and its relationship 
to overall organization planning (see the work of Walker, 1969; Bryant, 
Maggard and Taylor, 1973; Doeringer et al., 1968). Milkovich and 
Mahoney (1978) have argued that the more sophisticated human resource 
planning models have been directed toward forecasts, not the formulation 
of objectives, the generation of strategies, or the evaluation of alter¬ 
native human resource strategies. An important distinction must be made 
between forecasting and planning. A forecast is a tool--a necessary and 
indispensable step in the planning process. However, planning is much 
broader and should also include the setting of goals and objectives and 
the means for achieving them. 
In sum, manpower planning models generally lacked a comprehensive 
and systematic approach to managing human resources, overlooked the com¬ 
plexity and volatility of the environment in shaping personnel systems, 
and failed to cement the interdependent relationship between human 
resource capabilities and the attainment of strategic objectives (Nkomo, 
1980). 
The Concept of Human Resource Planning 
The shift towards a human resource planning approach must be un¬ 
derstood in the context of the change in the traditional practice of 
personnel administration to a comprehensive, future-oriented. 
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integrative approach. According to the literature, several external 
pressures have motivated the change to a new conception of planning for 
human resources. The factors most often cited are major shifts in the 
economic, sociocultural, and demographic environment or organizations 
(Devanna, Fombrun, and Tichy, 1981; Walker, 1980; and Nkomo, 1980). 
Schein (1977) has argued that organizations are becoming more dependent 
upon people because they are increasingly involved in more complex 
technologies and are attempting to function in more uncertain economic, 
political, and sociocultural environments. Verhoeven (1982) makes a 
similar point that the increasing complexity of organizations leads to 
the employment of differentially skilled and trained employees which 
consequently makes human resource planning more critical. 
Burack and Gutteridge (1978), in a survey of human resource plan¬ 
ning practices, found that respondents in their survey confirmed the 
widely understood importance of such factors as the persisting shortage 
of manpower in selected occupations and the rapid rate of technological 
change as a catalyst encouraging the development of human resource plan¬ 
ning systems. These findings are consistent with Thompson's (1967) 
argument that an organization's environment induces it to make techni¬ 
cally rational decisions. Such pressures can come from sources in an 
organization's task environment (e.g., suppliers, competitors, etc.). 
Pressures may also result from organizational characteristics such as 
size or technology, making formalized policies more crucial to a firm's 
functioning. 
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Contemporary conceptualizations of human resource planning imply a 
scope broader than merely supply-demand balancing or quantitative fore¬ 
casting. However, there is no universally accepted definition of the 
concept. Some definitions found in the literature equate human resource 
planning with human resource management, while other definitions make a 
clear distinction between the two. For example, Burack and Mathys 
(1980, p. 3) define human resource planning very broadly: 
Human resource planning is used to describe a future oriented tool 
and approach that deals with policies, plans, analyses, systems, and 
methods to establish and implement programs about an effective work¬ 
force. 
This definition seems to be more appropriate as a description of human 
resource management than human resource planning. 
Other definitions in the literature define human resource planning 
more narrowly. Walker (1980, p. 10) defines human resource planning as 
"a process of analyzing an organization's human resource needs under 
changing conditions and developing activities necessary to satisfy these 
needs ..." The planning approach defines human resource needs in the 
context of the organization's overall needs and defines a strategy by 
which they will be satisfied. Walker (1980) essentially views human 
resource planning as a two step process (see Appendix A). Although 
Walker's definition implies a broader conceptualization of human re¬ 
source planning, his two step process mainly focuses on "forecasting" 
and "programming" and fails to recognize the need for developing an in¬ 
tegrated set of personnel policies and programs to achieve both human 
resources and organization objectives. 
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According to Beatty and Schneier's (1980) sequential model, human 
resource planning involves the estimation and recognition of future 
human resource requirements and the development of strategies to ensure 
that these requirements will be met by securing a supply of human re¬ 
sources from outside the organization and by developing the organiza¬ 
tion's present supply of human resources (see Appendix A). Both of 
these models emphasize two key inputs into the human resource planning 
process: (1) the strategies and goals of the organization, and (2) an 
analysis of changes in the external environment. 
More recently, Dyer (1982) has defined human resource planning as: 
. . . the process through which the organizational goals, as put 
forth in mission statements and business plans, are translated into 
human resource objectives .... Human resource planning helps to 
assure that organizations are neither over nor understaffed, that 
the right employees are placed in the right jobs at the right times, 
that organizational and environmental changes are anticipated and 
adjusted to and that there is direction to an integrated set of per¬ 
sonnel activities. 
Dyer's definition emphasizes the need for a systems approach to human 
resource planning resulting in an integrated set of personnel programs 
and policies directed toward the attainment of organization goals and 
objectives rather than the traditional disparate collection of activi¬ 
ties that has been the predominant approach to personnel management 
found in organizations (Devanna, Fombrun, and Tichy, 1981). 
An adequate definition of human resource planning must use as a 
base the two essential elements of planning: objectives and means 
(Anthony, 1965). Conceptually, we can view planning as consisting of 
three separate but interrelated activities: (1) establishing objec¬ 
tives; (2) developing strategies; and (3) formulating specific plans and 
15 
programs (Leontides, 1982). To a greater or lesser degree, every plan¬ 
ning entity of an organization encompasses these three activities in 
planning its performance. Human resource planning may be generally 
defined as the process used to establish human resource objectives and 
to develop strategies for attaining these objectives. A conceptual 
model of the human resource planning process is shown in Exhibit 1. 
Levels of Human Resource Planning 
Walker (1980) and Heneman, Schwab and Fossum (1980) have identi¬ 
fied two levels of human resource planning: strategic and operational 
(see Exhibit 2). At the strategic level of human resource planning the 
focus is relatively long-term (three to five years) and addresses the 
question: What kinds of people will be needed to manage and run the 
organization in the future in order to support strategic business objec¬ 
tives? Overall organization objectives and strategies must be trans¬ 
lated into human resource goals and strategies. At the operational 
level, human resource planning is relatively short-term and focuses on 
the design of specific programs. For example, operational level human 
resource planning activities include the development of annual staffing 
and recruitment plans. Necessarily, these two levels of planning must 
be done in tandem. However, strategic planning for human resource 
requirements has lagged behind planning for other resource needs (e.g., 
financial and capital). This omission is quite evident in the research 
literature in the business policy field. Grant and King (1982, p. 93) 
recently stated, "The assessment of human resources skills often 
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EXHIBIT 2 
LEVELS OF HUMAN RESOURCE PLANNING (HRP) 
Level Major Focus and Activities 
Strategic 
(Long-range) 
Focus: Strategic Management of Human Resources 
- Integration of stategic business objectives 
and human resource needs 
- Monitoring external and internal factors 
impacting human resources 
- Management succession and development 
- Human resource policy formulation 
- Long-term career path development, etc. 
Operational 
(Short-range) 
Focus: Management of Day-to-Day Human Resource 
Functions 
- Annual staffing authorizations 
- Recruitment activities 
- Annual budgets 
- Annual performance reviews 
- On-the-job training 
etc. 
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receives less attention than almost any other set of factors in strate¬ 
gic planning systems." It is only within the last ten years that 
organizations have begun to recognize the need for such planning. 
Relationship to Organization Performance 
The linkage between the goals and strategies of an organization 
and human resource planning can be understood by drawing upon the three 
levels of strategic planning identified in the literature on strategic 
management: corporate level portfolio planning, business unit planning, 
and functional level planning (Schendel and Hofer, 1979). For an organ¬ 
ization, corporate level planning is concerned primarily with answering 
the question: What set of businesses should we be in? At the business 
unit level, planning focuses on how to compete in a particular industry 
or product/market segment. At the functional level, the principal focus 
of strategic planning is on the maximization of resource productivity, 
or simply, resource planning. This resource planning includes the 
determination of necessary requirements, plans for acquisition or 
generation of resources, and the allocation of resources (Ackoff, 1970). 
Examples of planning at the functional level would include production 
planning, financial planning, and human resource planning. Functional 
level strategic planning should result in the development of explicit 
functional area strategies designed to integrate individual policies 
developed within each functional area. Glueck (1982, p. 89) makes the 
same point arguing that human resource planning focuses on developing an 
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integrated set of personnel policies and programs to achieve the human 
resource and organization objectives. 
Schendel and Hofer (1979) point out that each level within an 
organization is constrained by the mission, strategies, and plans of a 
higher level. Therefore, it can be seen that human resource objectives 
and strategies will largely be derived from overall organization objec¬ 
tives and strategies. For example, changes in business direction may 
involve major shifts in the nature of employees required and/or in the 
work to be performed. But, at the same time, the strategic choices of 
an organization will be constrained by the quality and quantity of its 
current human resources or those available in the labor market. 
Implicit in the literature on human resource planning is that the 
use of more formal human resource planning models will lead to the 
effective and efficient use of an organization's human resources and 
thereby have a positive impact on organization performance. Vetter 
(1967, p. 31) has stated, "Adequate manpower is an enabling factor in 
the achievement of economic goals. Manpower planning is significant 
only as it assists in the acquisition and effective utilization of man¬ 
power." The relationship between human resource planning and organiza¬ 
tion performance, while not direct, can be understood by focusing on the 
critical role of human resources in achieving organization objectives 
(Schein, 1977). Walker (1980) has noted that the capacity of an organi¬ 
zation to achieve its strategic objectives is influenced by human re¬ 
sources in three fundamental ways: (1) cost economies; (2) capacity to 
operate effectively; and (3) capacity to undertake new enterprises and 
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change operations. It is further proposed that these three factors, ul¬ 
timately, impact on an organization's capacity to achieve strategic 
objectives, thus affecting organization performance. 
The human resource planning process directly links organizational 
goals and objectives to the human resource management system. Strategic 
plans and objectives may not be reached if human resource planning is 
ineffective or not done at all. There is also a reciprocal relationship 
between human resource planning and organization objectives (Burack and 
Mathys, 1980). Human resource planning may lead to the identification 
of new markets that can be developed using current human resource capa¬ 
bilities. The human resource forecast may reveal factors that influence 
the desirability of certain corporate goals and the probability of 
achieving such goals. If human resource planning activities are inte¬ 
grated with business planning, the extent to which an organization meets 
its objectives is an indication of its effectiveness. Chakravarthy 
(1982) has noted that the human resources available to a firm can in¬ 
fluence its state of adaptation. That is, the extent and nature of a 
firm's human resources is one determinant of an organization's adaptive 
ability. Further, the firm which does not do formal human resource 
planning is more likely to experience costs associated with not being 
able to meet market demands because of labor shortages or poor use of 
available human resources. 
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Empirical Research on Human Resource Planning 
Much of the research on human resource planning has been normative 
(Craft, 1979) although several descriptive studies can be found. 
Several of these studies have focused on the state of the art of human 
resource planning practices in organizations. Typically, these studies 
have utilized mailed questionnaire surveys of target organizations and 
have focused on the surveyed organization's experience with human 
resource planning and the extent to which each has implemented specific 
planning techniques, such as an employee information system. Few of 
these studies have involved hypothesis testing. See Appendix B for a 
summary of the major studies. 
One of the earliest descriptive studies was conducted by Geisler 
(1967). Geisler examined the manpower planning practices of fifty-three 
companies from the 1966 edition of the Fortune 500 Directory in an 
attempt to establish a precise definition of manpower planning and to 
identify the scope of personnel related activities this process did and 
did not encompass. Geisler (1967) found that manpower planning was 
conducted by various organizational functions, including financial, 
planning, operations, and personnel units. That is, human resource 
planning did not exist as a separate staff activity. 
Towers, Perrin, Forster, and Crosby (1971) conducted a research 
study of contemporary manpower planning concepts and practices and their 
effectiveness in 220 major U.S. business organizations. They found that 
more than two-thirds of their respondents had formally attempted 
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manpower forecasting and planning for high-talent manpower for fewer 
than five years. Another twenty percent had less than one year's 
experience. The definition of manpower planning used in their study was 
quite vague and general: 
Manpower planning is the process by which management prepares to 
have the needed types and numbers of people in the right places, at 
the right times, in order to fulfill both corporate and individual 
objectives. 
They found that in most organizations, manpower planning practices were 
limited to basic and traditional techniques and applications (e.g., 
skill inventories and supply-demand analysis), and there were few in¬ 
stances of advanced manpower planning in practice or of long-range or 
strategic manpower planning (Towers, Terrin, Forster, and Crosby, 1971). 
Additionally, relatively few organizations had attempted to evaluate the 
effectiveness of manpower planning in their organizations. 
Similar results were reported in a survey of 87 organizations by 
the Bureau of National Affairs in 1972. In many business organizations 
little was being done in the human resource planning area. 
Heneman and Seltzer (1970) conducted a pilot survey of the extent 
and nature of manpower planning and forecasting by firms with an empha¬ 
sis on the techniques of forecasting used and the factors considered. 
The survey sample was limited to organizations in Minnesota employing 
500 or more workers. Seventy-two percent of the surveyed firms did 
forecast all or some part of their manpower requirements. Additionally, 
Heneman and Seltzer found that human resource forecasts were more preva- 
among non-manufacturing than manufacturing firms and among large firms 
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than small firms. They also reported a great deal of variability in the 
forecasting practices among firms. They concluded that human resource 
forecasting seemed to be almost completely isolated from other types of 
planning (e.g., equipment, capital, raw materials, etc.). 
Burack and Gutteridge (1978) conducted a pilot field study of the 
personnel/human resource planning processes of a sample consisting of 34 
firms. Their study included personnel specialists primarily from larger 
firms. The median employment level was in excess of 10,000 people. 
Fourteen of the firms were in the service sector, four were utilities, 
and the balance were engaged in manufacturing industrial and consumer 
products. They found that a majority of the firms had achieved only 
limited progress in this area and that the level of commitment to human 
resource planning varied by industry. For example, insurance companies 
and consumer products manufacturers had a stronger commitment to human 
resource planning than the other firms in the sample. This finding 
prompted the researchers to raise an important question (although they 
did not specifically attempt to answer it in their research): Are there 
basic institutional features related to product line, clientele, or the 
nature of the organization's work which influence human resource plan¬ 
ning practices? Odiorne (1980), among others, has argued that an 
organization's human resource strategy is derived from the rest of the 
business. The shape and direction of the business and its central stra¬ 
tegies create the demand for the kind of people who will be required. 
One might then extend the logic of this argument to propose that the 
more labor intensive the business, the greater the need for formal human 
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resource planning systems. Thus, for example, because insurance com¬ 
panies and consumer product companies use more "people driven strate¬ 
gies," they may require more formal human resource planning processes 
than other types of organizations. 
The respondents in the Burack and Gutteridge (1978) study con¬ 
firmed the widely understood importance of such factors as: (1) the 
persisting shortage of manpower in selected occupations, and (2) the 
rapid state of technological change as a catalyst encouraging the devel¬ 
opment of human resource planning systems. Although 85 percent of the 
firms indicated that they considered external factors such as state and 
national conditions to be important variables in the development of 
their human resource plans, 30 percent of the respondents accorded 
little or no attention to these external factors in establishing their 
human resource plans. Finally, only one-quarter of the organizations in 
the sample had achieved a substantial link between their general organi¬ 
zation planning processes and their human resource planning. 
Recent studies of human resource planning were reported by Walker 
and Wolfe (1979); Alpander (1980); Kahalas, Pazer, Hoagland, and Levitt 
(1980); Greer and Armstrong (1980); Rowland and Summers (1981); and 
Miller and Burack (1981). Walker and Wolfe (1979) in a cross-sectional 
study of the human resource planning activities in 83 companies and 
organizations developed a list of the activities commonly performed by 
human resource planning professionals. Based on a factor analysis, the 
activities were grouped into roles, representing categories of behavior- 
ally related activities. The factor analysis resulted in the 
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identification of eight activity roles for human resource planners. 
These activities were collapsed into three major role categories: 
strategic, administrative, and specialized functions. Walker and Wolfe 
(1979) also found that the majority of positions charged with human 
resource planning responsibility were typically established in 1974 or 
1975. 
A1 pander (1980), through the use of a questionnaire, examined the 
current status of human resource planning in major U.S. corporations. 
His sample consisted of 390 randomly selected corporations from the 
Fortune 1,000 list. Additionally, in-depth personal interviews were 
conducted with fifteen of the respondents. No effort was made to cate¬ 
gorize respondents by industry, or to test for differences in practices 
across industries. A1pander (1980) reported that approximately 80 per¬ 
cent of the companies surveyed indicated that their long-range business 
plans included manpower planning. Approximately half of the remaining 
20 percent intended to incorporate human resource planning into strate¬ 
gic business planning within the next three or four years. While most 
of his findings are reported in survey form, A1pander did attempt to 
test the relationship between organization size and the hierarchical 
level at which human resource plans were developed. He found a signifi¬ 
cant correlation between the number of employees in an organization and 
the level at which human resource plans are developed. His results in¬ 
dicated that human resource planning is typically a centralized function 
with a tendency to decentralize as the company grows. 
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Kahalas, Pazer, Hoagland, and Levitt (1980), in a survey of 
Fortune 200 firms found that most organizations view the human resource 
planning function as a major personnel department responsibility. 
Although most respondents indicated that their firms have corporate 
plans, almost 25 percent of the surveyed organizations did not develop 
their corporate plans in conjunction with the human resource planning 
process. As with other surveys, the analysis was based upon the compu¬ 
tation of percentages. 
Greer and Armstrong (1980), in a study of the utilization of spe¬ 
cific human resource supply and demand forecasting techniques by organi¬ 
zations, found significant differences in technique utilization related 
to such variables as firm size and forecasting range. The more sophis¬ 
ticated techniques such as Markov or network flow models, computer 
simulations, and time series regression analysis are used primarily by 
large firms. On the other hand, the less sophisticated techniques are 
relied upon most heavily for short-range forecasting. 
Rowland and Summers (1981) in a case-by-case study of the human 
resource planning practices of six medium to large midwest organizations 
found that although there is a strong recognition of the need for human 
resource planning, none of the firms had used human resource planning as 
a rational framework for structuring human resource management func¬ 
tions. Similarly, Miller and Burack (1981) in a survey of 200 human 
resource planners found a large discrepancy between the current abili¬ 
ties of such planners and specific needs in implementing human resource 
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planning. Miller and Burack (1981) did not offer any data on the sta¬ 
tistical significance of these differences. 
Summary 
In sum, with the exception of the Walker and Wolfe (1979), A1pan¬ 
der (1980), and Greer and Armstrong (1980) studies, little effort has 
been made to conduct empirically based studies designed to test for re¬ 
lationships among variables.^ Few studies have attempted to distinguish 
between the various levels of the human resource planning process. 
Further, the benefits of such planning and its impact on organization 
performance has not been addressed. It would appear that the opportu¬ 
nity and need exist to explore more systematically and broadly the 
extent of human resource strategic planning in organizations and the 
benefits derived from the use of such systems. 
Research on the Benefits of Formal Planning Systems 
This section will briefly discuss the literature relating to the 
benefits of formal planning systems. A number of studies found in the 
strategic management/business policy literature have attempted to 
establish the potential payoff of using formal planning systems (Thune 
and House, 1970; Ansoff et a!., 1970; Fulmer and Rue, 1973; Malik and 
Karger, 1975; Herold, 1972; Wood and La Forge, 1979; Kudla, 1980). 
While these studies have yiel fed mixed results, the methodologies 
employed have implications for the design of the present study. 
One of the first studies of this nature was done by Thune and 
House (1970). They compared the performance of eighteen matched pairs 
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of medium to large sized organizations in the drug, chemical, machinery, 
oil, food, and steel industries over a period of seven years. Each pair 
consisted of one firm which utilized formal long-range planning and one 
which did not. Their study showed that, when measured in terms of earn¬ 
ings, companies with formal long-range planning systems tended to 
achieve better performance than those companies with no formal planning 
system. Furthermore, companies with formal planning systems outper¬ 
formed their own records based on an equal period of time before they 
began formal planning. They also found that the advantages associated 
with formal long-range planning are primarily concentrated in the more 
rapidly changing industries. Thune and House (1970) used a very broad 
definition of formal planning and there is some question about the 
validity of their resultant categorization. 
Using a similar methodology, Malik and Karger (1975) studied the 
performance over a period of ten years of nineteen planning and nineteen 
nonplanning firms in three industries. They, too, found that formal 
planners significantly outperformed nonplanners. 
Herold (1972) extended the Thune and House (1970) study for four 
additional years for the firms in the drug and chemical industries. A 
new variable, pretax profits, was used to cross-validate the planning 
questionnaire of Thune and House's study. Herold found that the formal 
planners in these industries not only continued to outperform nonplan¬ 
ners on sales growth and pretax profits; but, in fact, increased the 
lead which they had created since they started their formal planning 
activities. However, both the Thune and House (1970) study and the 
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Heroic! (1972) study failed to determine whether the formal and nonformal 
planners were matched as far as specific product lines at the start of 
the comparison period (Hofer, 1976). 
Ansoff et al. (1970) took a more narrow approach and focused ex¬ 
clusively on the impact of formal planning procedures on merger and 
acquisition planning and performance. They found that the planners 
outperformed the nonplanners on virtually all financial and sales 
criteria. Measures of success included both objective variables such as 
profits and stock performance and management's own assessment of how 
well they met their objectives. Ansoff et al.'s conclusions are much 
more tentative than the findings of Thune and House (1970) and Herold 
(1972) because of several limitations in the research design utilized. 
They did not attempt to match pairs of planners and nonplanners prior to 
the start of their acqusition programs. It is quite possible that a 
significant proportion of the differences in objective performance 
between the planners and nonplanners was the result of factors other 
than planning. 
Wood and La Forge (1979) studied the relationship between formal 
planning procedures and financial performance for a sample of large U.S. 
banks. Their results indicated that the sample banks that engaged in 
comprehensive long-range planning significantly outperformed those that 
had no formal planning system. Additionally, the planners outperformed 
a randomly selected control group. Wood and La Forge (1979) developed a 
planning scale using the Guttman Scaling Technique. 
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There is also some reported evidence that formal strategic plan¬ 
ning does not always pay, notably studies by Rue and Fulmer (1973); 
Sheehan (1975); Kallman and Shapiro (1978); and Kudla (1980). Rue and 
Fulmer (1973), using a large sample of 386 firms, partitioned into three 
industrial groupings: nondurable, durable, and service, did not find a 
systematic relationship between formal long-range planning and financial 
performance. For the durable goods industry the planners outperformed 
the nonplanners on all four financial criteria. But, for the service 
industry, the nonplanners outperformed the planners. In the nondurable 
goods industry, results were mixed. Sheehan (1975), in a study of 
Canadian firms, also found that nonplanners outperformed planners in 
some industries. 
Kallman and Shapiro (1978) in a study of 298 motor carrier firms 
to determine the nature of the strategic planning function in that in¬ 
dustry and the relationship between planning, organization size, and 
economic performance found that generally motor carriers perform simi¬ 
larly irrespective of their size or commitment to strategic planning. 
In an effort to explain their findings, Kallman and Shapiro suggested 
that the organization and environmental realities faced by the indus¬ 
tries are such that it is extremely difficult to effectively plan for 
these forces on a long-term basis. 
Kudla (1980) studied the effects of strategic planning on common 
stock returns and did not find any significant differences between the 
returns earned by shareholders of planning firms and nonplanning firms. 
He did, however, find some evidence of a reduction in the riskiness of 
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planning firms after the initiation of planning, relative to nonplanning 
firms. 
At best, these studies are inconclusive with regard to the rela¬ 
tionship between strategic planning and organization performance. At a 
highly general level, strong associations seem to exist for manufactur¬ 
ing firms. However, as Lorange (1979) has pointed out, except for a 
study by Ansoff et al. (1970), all formal plannning was treated as a 
broad phenomenon and little effort was being made to distinguish what 
sort of formal planning one was dealing with (e.g., corporate level 
planning, or business unit planning, or functional level planning). 
Also, the main weakness of these previous studies is a lack of control 
of extraneous, independent variables that could have affected organiza¬ 
tional performance. 
The present study does not treat planning as a broad phenomenon, 
but focuses on human resource strategic planning efforts in organiza¬ 
tions. In addition to traditional measures of performance, measures 
geared towards assessing the impact of human resources on organization 
performance are also employed. 
Endnotes 
While this study specifically collected data on human resource 
strategic planning, this review offers a general discussion of the lit¬ 
erature on human resource planning. 
2 
This change is consistent with overall shifts taking place in the 
field. Human resource management is the emerging name for the field of 
study traditionally known as personnel management. The human resource 
management paradigm represents a much different perspective on the man¬ 
agement of an organization's human resources (Ross, 1981). Instead of 
viewing the personnel function as simply a collection of disparate 
activities necessary to recruit, compensate, and discharge employees, a 
human resource management approach assumes that personnel's appropriate 
mission is to assure the maximum utilization of an organization's human 
resources. In reviewing the literature, the particular term used (man¬ 
power planning vs. human resource planning) will be that of the author 
whose work is being discussed. 
3 
The concept of functional area strategy pertains to the pattern 
or common theme that runs through a number of separate, but related, 
functional area strategies (Schendel and Hofer, 1978, p. 23). Theore¬ 
tically, it implies that one can identify a "human resource strategy" 
and that the human resource strategy of an organization should be con¬ 
gruent with business strategies. 
notable exception has been the exploratory work of Dimick and 
Murray (1978) in which they examined the relationship among contextual 
variables and patterns in human resource management policy. Glueck 
(1978) and Megginson (1977) have also made an effort to present a series 
of propositions relating to human resource planning. 
CHAPTER III 
METHODOLOGY 
The major question addressed in this study is: Do firms which use 
more complete human resource planning processes exhibit better perfor¬ 
mance?^ Secondary objectives of this exploratory study are: (1) to 
determine the state of the art of human resource planning in organiza¬ 
tions, and (2) to determine whether human resource planning practices 
differ across industries. This chapter will discuss the methodology 
used to achieve these objectives. 
Sample Definition 
The sample for this study consisted of those firms listed in the 
1981 Fortune 500 Directory. A list of the companies contacted is shown 
in Appendix C. These firms were selected as the target population be¬ 
cause it was believed that long-range human resource planning was more 
prevalent in these companies, and to the extent that these firms lead 
others, the data may well indicate the directions in which human re¬ 
source planning is moving in industry. Questionnaires along with a 
cover letter were mailed to the Vice President of Personnel/Human 
Resources in each of these five hundred companies. Each questionnaire 
was number coded to permit identification of the respondent firm. 
Divisions and subsidiaries were excluded because this research required 
input from personnel executives at the highest level of their organiza¬ 
tions and it was felt that these individuals were the ones most likely 
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to be familiar with the organization's long-range human resource plan¬ 
ning practices. 
Research Instrument 
Human Resource Planning Characteristics 
To measure the level of completeness of an organization's human 
resource planning process, a questionnaire was designed based on an ex¬ 
haustive analysis of the normative requirements for such planning as 
outlined in the literature (see Appendix A for a summary of the major 
alternative models of the human resource planning process). According 
to the work of Vetter (1967), Milkovich and Mahoney (1978), Walker 
(1980), Beatty and Schneier (1980), and Burack and Mathys (1980) a com¬ 
plete human resource planning process should: 
1. Analyze the external environment (environmental scanning): Sys¬ 
tematic identification and analysis of the key trends, forces and 
phenomena having a potential impact on the management of an organi¬ 
zation's human resources. Changes taking place in the technologi¬ 
cal, economic, sociocultural, and legal/regulatory environment must 
be monitored for their impact on human resource objectives, poli¬ 
cies, and programs. 
2. Analyze the human resource implications of business strategies and 
objectives: Strategic decisions for the overall organization must 
be analyzed for their human resource impacts. Human resource goals 
must be consistent with the objectives and mission of the 
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organization. Simply stated, business plans determine future human 
resource needs. 
3. Analyze current human resource supply: An analysis of the current 
number of employees, their work related skills, age distribution, 
current performance levels, potential performance, attitudes, etc. 
This data is used to form a baseline of human-resource abilities 
which would be available for future requirements. 
4. Forecast future human resource needs: A projection of staffing 
needs (numbers and types of employees for each job category) re¬ 
quired for future periods. 
5. Generate, analyze, and develop strategies and policies to achieve 
human resource objectives: Identification of possible functional 
area programming activities (e.g., recruitment, selection, compensa¬ 
tion, training and development) to meet human resource objectives. 
These major characteristics were used in the construction of a 
questionnaire aimed at identifying the type of human resource planning 
used by an organization. Questionnaires used in previous research on 
human resource planning were also inspected in developing the instrument 
used in this study (Alpander (1980) and Kahalas et al. (1980)). Respon¬ 
dents were asked to specify the existence and extent of human resource 
planning in their organization by choosing the appropriate responses. 
The questionnaire consisted of nineteen questions. Most of the ques¬ 
tions were closed-response items. One section of the questionnaire 
asked respondents for their subjective evaluation of the contribution of 
human resource planning to overall organization performance and its 
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benefit in such areas as labor cost savings, management development, and 
employee productivity. The questions measuring the importance of human 
resource planning to organization performance had 5-point Likert scale 
response formats. (See Appendix D for a copy of the questionnaire and 
cover letter.) 
Classification Scheme 
Based on earlier research, human resource planning can be viewed on 
a continuum ranging from no formal process to a very sophisticated pro¬ 
cess. The questionnaire was designed so that an organization's human 
resource planning process could be classified objectively into one of 
the following three ordinal categories: 
Category 1 No Formal Human Resource Planning 
Category 2 Partial or Incomplete Human Resource Planning 
Category 3 Fully-Integrated Human Resource Planning 
The categories represent the two extreme positions and a middle- 
range category. Each organization is classified into only one category 
based on questionnaire responses. The multiple-cutoff system used to 
achieve the classification is shown in Exhibit 6. Questions 1, 6, 7, 8, 
10 and 11 were used to achieve the classification. The intent was to 
classify firms according to their human resource planning process based 
on objective criteria. Question 1 served as a filter question. Com¬ 
panies who responded no to this question were placed in Category 1. 
This methodology is similar to procedures used by Thune and House 
(1970), Fulmer and Rue (1973), and Kudla (1978). If a firm did not meet 
all of the requirements for a certain category it was assigned to the 
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EXHIBIT 6 
SYSTEM USED TO CLASSIFY HUMAN RESOURCE PLANNING PROCESS 
Category 1 
NO FORMAL HUMAN RESOURCE Question #1 answered "No" 
PLANNING (Does your corporation engage in 
formal long-range HRP?) 
Category 2 
INCOMPLETE HUMAN RESOURCE Question #1 answered "Yes" but 
PLANNING not all requirements for Cate¬ 
gory 3 met 
Category 3 
FULLY-INTEGRATED HUMAN Question #1 answered "Yes." 
RESOURCE PLANNING 
HRP is integrated with strategic 
business planning (Q-8). 
HRP includes analysis of exter¬ 
nal environment (Q-6). (At 
least three out of six items 
checked.) 
HRP includes analysis of current 
environment (Q-6). (At least 
three out of six items checked.) 
HRP includes a forecast of num¬ 
ber of workers required (Q-ll). 
HRP includes identification of 
functional area objectives and 
strategies (Q-7). (At least 
four out of eight items 
checked.) 
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next lower category. Each returned questionnaire was examined painstak¬ 
ingly by the researcher on a case-by-case basis to minimize errors in 
classification. Most of the remaining questions were used to collect 
basic descriptive information on specific human resource planning tech¬ 
niques and information needed to examine the impact of human resource 
planning on organization performance (e.g.. Question 3). 
Validity and Reliability 
In order to enhance the validity of the research instrument, a 
pre-test human resource planning questionnaire was subjected to the 
scrutiny of ten practicing personnel executives in Fortune 500 com¬ 
panies. As a result, questions were dropped, added or reworded until a 
consensus among the personnel experts on the content validity of the 
questionnaire was attained. Additionally, a group of academic research¬ 
ers was also asked to screen and edit the questionnaire items for 
alignment with the characteristics of human resource planning identified 
in the literature. Further, companies were given the option of provid¬ 
ing copies or samples of their human resource planning manuals, forms, 
or other documents which illustrate the human resource planning process 
used in their organization. Fifteen companies forwarded such materials. 
For these fifteen firms, a review was made of the materials received to 
compare their questionnaire responses to the content of the materials. 
The results showed that company materials describing human resource 
planning processes agreed with their survey responses 80 percent of the 
time (12 firms). Additional documentary data was available from pub¬ 
lished sources for several firms. While this kind of information was 
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only available for a small fraction of the companies, it offers some 
insight into the validity of responses. 
To assess reliability, coefficient alpha was computed for the 
items used to categorize a firm's human resource planning process. 
Cronbach's alpha is a generalization of a coefficient introduced by 
Kuder and Richardson (1937) to estimate the reliability of scales 
composed of dichotomously scored items. The questions focusing on 
characteristics of the human resource planning process in this study are 
scored one or zero depending on whether the respondent does or does not 
possess the particular characteristic under investigation. To determine 
the reliability of dichotomously scored items, one uses the following 
Kuder-Richardson formula (KR-20): n/(n-l)[l-£p.q.a2]. Since KR-20 is a 
special case of alpha, it has the same interpretation (see Carmine and 
Zeller, 1979, p. 48). Coefficient alpha was .80. Although opinion 
varies on standards of reliability, Nunnally (1967) suggests that, in 
the very early stages of research, reliabilities in the range of .50 to 
.60 are acceptable, although reliabilities approaching .80 are prefer¬ 
able. Coefficient alpha for the items measuring the perceived benefits 
of human resource planning was .87. 
Organization Performance Variables 
There is no universally accepted measure of organization perfor¬ 
mance in the literature (Steers, 1975; Cameron, 1980; Lenz, 1981). 
Lorange (1979) and others have pointed out that organization performance 
should be judged in light of the degree to which firm objectives and 
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goals are achieved. Organizations often have multiple goals and these 
goals are often firm specific. It is therefore virtually impossible to 
establish a single performance variable which is equally appropriate for 
all firms. The general move towards the use of formalized planning sys¬ 
tems is predicated upon the implicit assumption that such systems will 
have a positive impact on an organization's performance (more specific¬ 
ally, its bottom line). Henry (1979) has pointed out that the ultimate 
test of a planning system's effectiveness is the impact it has on an 
organization's performance. 
Most policy researchers use some form of financial performance as 
a performance criterion. Although there is no one commonly used criter¬ 
ion for firm success, an examination of the literature (Thune and House, 
1970; Ansoff et al., 1971; Fulmer and Rue, 1973; Rumlet, 1974; Karger 
and Malik, 1975) does provide some evidence of commonality. According¬ 
ly, eight performance measures are used in this study. All of these 
measures describe related, but distinct characteristies important to 
profit-seeking organizations. The following section describes the per¬ 
formance variables, the types of measures associated with each variable, 
and the equations for each type of measure. 
Operational Definitions 
The first four variables represent measures of performance common¬ 
ly used by business managers: 
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Sales Growth: Average annual percentage growth over a five year 
period. 
,100,5 V<t-1 
5 t=l xt-l 
th where: = sales in the t year 
Xt_-| = sales in the t-l^ year 
Earnings Growth:^ Average annual percentage growth over a five year 
period 
(100) l VXt-l 
5 't=l xt-l 
. th where: X^ = earnings in the i year 
X th = earnings in the t-1 year 
For the above two measures, percentage change is used in order to con¬ 
trol for differences which might be attributable to size if "absolute 
change" is used. These percentage changes are then averaged to control 
for unusual effects in any one year. The remaining six measures are 
ratios and, therefore, the potential for distortion due to size differ¬ 
ential does not exist. 
3. Earnings/Sales Ratio: Average annual earnings as a percentage of 
sales over a five year period. 
where X 
Y 
t 
t 
■f* h 
= earnings in the ttn year 
= sales in the ttn year 
This ratio (operating profit margin) is viewed as an indicator of 
efficiency, particularly in the use of labor and materials. 
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4. Earnings/Total Assets: Average annual earnings as a percentage of 
total assets over a five year period. 
where: 
J_ L_ 
= earnings in the tLr year 
i. L. 
= total assets in the tLn year 
This ratio (ROI) indicates management's overall effectiveness in 
generating profits with its available assets. The latter two measures 
are commonly referred to as profitability ratios (Lev, 1974). 
In addition to these traditional measures of economic performance, 
measures geared towards assessing the impact of human resources on 
p 
organization performance are also used. For example, Dahl (1979) and 
Dahl and Morgan (1983) have suggested the use of pretax earnings per 
payroll dollar in trying to determine the profit picture of an organiza¬ 
tion relative to the development and use of human resources. This ratio 
attempts to directly relate the cost of investment in human resources to 
the earnings of a company. Dahl (1979) has argued that the use of such 
a ratio results in a more accurate dollar-per-dollar measurement. The 
ratio compares a unit of payroll costs ($100) with pretax earnings. 
When employee costs are considered, more specific determinations become 
possible in regard to the "returns" or contribution of the workforce. 
One weakness of this method is that payroll cost does not represent the 
total cost of human resources within an organization. These measures, 
albeit relatively new, emphasize the relationship between human resource 
costs and organization earnings. The underlying assumption is that 
human resource planning activities contribute to longer-run employee 
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productivity, improved human resource cost containment, and thus pro¬ 
fitability. These measures are: 
5. Earnings/Labor Costs: Average annual earnings as a percentage of 
payroll costs over a five year period. 
1 5 Xt 
V1™ 
where: 
+* h 
= earnings in the ttr year 
j_ L. 
= payroll costs in tu year 
6. Earnings/Employees: Average annual earnings per employee over a 
five year period. 
where: 
j. u. 
= earnings in the tcn year 
±. L. 
= employees in the tLn year 
7. Labor Costs/Employees: Average annual payroll costs per employee 
over a five year period. 
where: 
J. L. 
X^ = payroll costs in the tLri year 
i. L_ 
= employees in the tu year 
8. Assets/Employees: Average annual assets per employee over a five 
year period. 
where X 
Y 
t 
t 
= assets in the c year 
= employees in the tLr year 
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The latter three measures have been defined by Ford (1978) as "employee 
utilization" ratios. 
Data Collection 
Data from the Standard and Poor's Compustat Tapes 1981 are used to 
calculate these selected measures (Investors Management Sciences, 1981). 
The Compustat File is a computer readable library of financial, statis¬ 
tical and market information compiled by the Compustat Division of 
Investor's Management Services, Inc. These data tapes contain twenty 
years of data on each company in the file. Definitions of each variable 
given in the Compustat Tape Manual are generally consistent with common 
interpretations of the terminology used in business practice. (See 
Appendix E for Compustat definitions of the measures.) The data are 
continuously subjected to rigorous validity controls thus assuring a 
highly accurate and reliable data base. 
Hypotheses and Statistical Analysis 
In this section the two major research hypotheses of this study 
are presented and the operational method for testing each of the hypo¬ 
theses is also presented. The overriding question guiding this study 
is: Is there a difference in the organization performance of firms 
engaging in formal human resource planning and that of firms who do not 
engage in such planning? The basic approach is a comparison between the 
performance of a group of firms engaged in formal human resource plan¬ 
ning and a group not engaged in formal human resource planning. Two 
hypotheses are tested: 
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Hypothesis #1: The performance of firms engaging in formal human 
resource strategic planning is significantly higher 
than a group of firms not engaging in such planning. 
This hypothesis rests on the assumption that the use of formal human re¬ 
source strategic planning models will lead to the effective and effi¬ 
cient use of an organization's human resources and thereby have a 
positive impact on organization performance. The primary analysis 
employed is a simultaneous comparison of the eight criterion variables 
across the different planning groups. The focus is on differences in 
performance for human resource planning firms and non-human resource 
planning firms. For each of the eight performance variables a five-year 
average is calculated for each group. The time period selected and the 
reasons for this selection are presented in the next chapter. 
Let X be a mean vector or the centroid for each group. The null 
hypothesis tested is that there is no significant difference in group 
centroids: 
Hq: X^ - X^ = 0 
where the superscripts 1 and 2 represent the two groups 
H]: X^ - X^ t 0. 
The statistical method used to test Hypothesis #1 is a two-way multi¬ 
variate analysis of variance (MANOVA) using type of human resource 
planning and industrial groupings (discussed below) as independent 
variables and the eight performance measures (defined earlier) as depen¬ 
dent variables. MANOVA is used to test for the existence of overall 
differences in the mean vector of the groups. 
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The need to control for industry difference in performance is 
wel1-documented in the literature (Lenz, 1981). The primary industry in 
which an organization operates will tend to reflect specific environmen¬ 
tal influences (e.g., levels of demand, technology competition for labor 
and customers). Environmental conditions are more homogeneous for firms 
within the same industry. They have similar product demands, labor 
needs, and technological developments. The two-digit Standard Indus¬ 
trial Classification (SIC) Code is used to determine industry classifi¬ 
cation for the sample firms. The use of the more stringent four-digit 
SIC code would result in unacceptably sparse cell sizes. 
The appropriate statistical test for hypothesis #1 is a two-sample 
Hotelling's T^: 
T2 ."lWI(I|l).,|Z)1,fl(,(l).,(2)) 
The statistic can be transformed into an approximate F-ratio with corre¬ 
sponding degrees of freedom: 
yyp-1 t2 „ fP 
(N-|+N2-2)p rn-|+n2-p-l. 
The probability of obtaining such F values or larger is equal to one 
minus alpha, the level of significance. An alpha level of .05 is used 
in this research study. A significant alpha indicates that the null 
hypothesis that the groups' centroids are equal to the null vector can 
be rejected. The only assumption of Hotelling's T test is that of 
multivariate normality. Mardia (1975) and Green (1978) have shown that 
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2 
Hotelling's T is robust with respect to this assumption, even with 
small sample sizes. 
Hypothesis #2: The performance of firms engaging in formal human 
resource strategic planning is significantly higher 
after human resource planning is initiated as 
compared to performance prior to human resource 
planning. 
It is hypothesized that the initiation of formal human resource 
strategic planning has an overall beneficial effect on the firm's 
organization performance. When such planning is initiated firms improve 
their labor cost economics and human resource productivity; the better 
use of current human resource capabilities increases the organization's 
capacity to operate effectively. 
Hotel lings's T is used to test hypothesis #2, whether post-human 
resource planning performance is significantly different from pre-human 
resource planning performance. Subject to the availability of data, the 
eight performance variables are measured for pre- and post-time periods 
based on the year when the firm initiated human resource planning. 
Five-year performance prior to initiation is compared with both five- 
year and ten-year post-human resource planning performance. The use of 
a ten-year post-time period recognizes the possibility that the benefits 
of such planning may materialize well after its introduction. 
In order to appropriately test hypothesis #2, a standard for com¬ 
parison is necessary. Accordingly, a hypothetical date was assigned to 
the non-human resource planners. These dates are the same as the actual 
dates human resource planning was initiated by the planners so that the 
same time periods are studied. These dates were randomly assigned to 
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the control group of non-human resource planners using a table of random 
numbers. The selection of this comparison group was made so that the 
industry distribution of human resource planners and nonhuman resource 
planners are proportionate to each other. 
Thus, for each group the mean difference vectors, or the centroid 
of the difference scores, is given by: 
a* = ( J dp/N = (xj2)-x{1). V(2) y(l)\ 
P _XP ^ 
where: the superscript 2 refers to the post-human resource planning 
performance and the superscript 1 refers to pre-human re 
source planning; and p represents the dependent variables. 
The hypothesis tested is that the centroid of difference scores is equal 
or simply,^ 
H0: ai = 32 = 0 
h : a* = a^ / 0 
where = difference vector of human resource planners 
a^ = difference vector of non-human resource planners 
Hence the appropriate test statistic is 
T2 = n(n-l)a,Sj1a 
where Sd is the sample covariance matrix of the difference scores. 
Multiple Comparison 
In testing the above two hypotheses an important issue arises if 
significant differences are found: the identification of the dependent 
variables that contribute significantly toward the difference. 
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Univariate t-tests are generally inappropriate since the basic rationale 
for using multivariate methods is the intercorrelation of the dependent 
variables (Dillon, 1980). Multiple comparison techniques described in 
Morrison (1967) are used to identify the dependent variables that con¬ 
tribute to the difference. The test statistic used in Morrison's tech¬ 
nique is the univariate t statistic. However, the critical value used 
to reject the null hypothesis is modified so that simultaneous confi¬ 
dence intervals are computed for each of the dependent variables. The 
critical t value used in these tests is equal to the square root of the 
2 
critical T value used in the multivariate test. 
Human Resource Planning Practices 
Descriptive statistics are used to report and summarize findings 
on the questionnaire items describing specific components of firms' 
human resource planning practices. 
Endnotes 
In this study, net pretax operating income is used as a measure 
of earnings. By using operating income, we can get a measure of pure 
profits earned on each sales dollar controlling for possible contamina¬ 
tion due to firm differences in financial charges and tax deductions. 
^Burack and Mathys (1980, p. 307) have stated: "A well-known fact 
regarding economic analyses related to human resources has been the dif¬ 
ficulty in generating appropriate figures. . . . Yet the need persists 
to address these problems ..." 
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The approach used here is a one-way repeated measures MANOVA. 
Let Yg and Y/\ be a mean vector of the before and after measures of the 
dependent variables. In this particular analysis, the "between" sub¬ 
ject's factor (groups) consists of the human resource planners and the 
non-human resource planners; and the "within" subject's factor (time 
period) consists of the before and after measures. A significant (or 
F-ratio) for the interaction term indicates that the two groups differ 
with respect to at least one of the dependent variables. That is, 
Kyy^vy1- 
CHAPTER IV 
PRESENTATION OF RESULTS 
The purpose of this chapter is to present the results of the 
study. The chapter is divided into two sections. An important objec¬ 
tive of this study was to examine the state of the art of human resource 
planning in organizations. Accordingly, one part of the questionnaire 
analysis was concerned with the variability in human resource planning 
practices of organizations. The first part of this chapter will report 
these results and describe the major findings as they relate to the 
state of human resource planning practices in organizations. The second 
part of this chapter will report the statistical findings pertaining to 
the impact of human resource planning on organization performance. A 
discussion of the implications of the results is presented in the next 
chapter. 
Part I--Survey Results 
A total of 287 responses were received to the mailing. This rep¬ 
resents a response rate of 57 percent of the 500 firms contacted.^ Fif¬ 
teen companies also forwarded examples of their human resource planning 
processes including manuals, forms, reports, etc. Of the 287 responses, 
21 companies stated reasons why they chose not to participate in the 
study. Additionally, two companies removed the identifying number and 
could not be identified. This left a total of 264 usable question¬ 
naires. A few questionnaires contained missing information. The most 
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common missing information was the percentage breakdown of the company's 
workforce into job categories (managerial, technical and professional, 
office and clerical, skilled, and unskilled). In some cases the infor¬ 
mation may have been viewed as proprietary or, as some firms stated, the 
information was not readily available. 
Twenty-seven of the respondent firms were not listed on the 
Compustat Data Tapes which reduced the final sample size to 237 firms 
(see Table 1). While the twenty-seven firms could not be used in the 
analysis of organization performance, they are included in the findings 
describing human resource planning practices. Over 35 percent of the 
respondents were top level corporate personnel officers--senior vice 
presidents and vice presidents of personnel/human resources. The re¬ 
mainder of the respondents were at the director/manager level (see Table 
2). Various characteristics such as average size (total assets, average 
number of employees) and industry group were compared to detect any 
biases between respondents and non-respondents. No significant biases 
were discovered. 
The Practice of Human Resource Planning 
Human Resource Planning Category 
The result of the completed questionnaire was the ability to cate¬ 
gorize firms according to the degree of completeness of their human 
resource planning process. Table 3 shows the resulting categorization. 
Of particular significance is the fact that 46 percent of the firms do 
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TABLE 1 
SAMPLE SIZE 
Number of questionnaires mailed 500 
Total responses 287 
Number of firms choosing not to 
participate 21 
Incomplete information 2 
Not on Compustat Data Tapes 27 
Usable sample3 
aFor purposes of describing human resource planning practices, n=264. 
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TABLE 2 
JOB TITLES OF RESPONDENTS 
Title N Percent 
Senior Vice President of Personnel 6 2.5 
Vice President of Personnel 74 33.3 
Director/Manager of Personnel 54 22.5 
Director/Manager of Human Resource Planning 55 22.9 
Director/Manager of Management Resources 21 8.8 
Other 30 12.5 
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TABLE 3 
CATEGORIZATION OF HUMAN RESOURCE PLANNING (HRP) 
(N=264) 
Category No. of Firms Percent 
1. No formal HRP 121 45.8 
2. Incomplete HRP 104 39.4 
3. Fully-integrated HRP 39 14.8 
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not prepare any formal human resource plan while only a small number 
prepare the fully-integrated plans advocated in the literature. Results 
from previous studies are not directly comparable since they did not 
attempt to evaluate the level or degree of completeness of the process. 
However, Rowland and Summers (1981) in a study of twenty medium to large 
U.S. corporations concluded that only a few firms had a wel1-integrated 
human resource planning system. It is of interest to note that several 
of firms who do not presently engage in human resource planning indi¬ 
cated in their questionnaires that they expected to begin formal human 
resource planning in the very near future. 
Industry Breakdown 
Table 4 shows respondents classified by industry and human re¬ 
source planning category. While a wide array of manufacturing indus¬ 
tries are represented, certain groups dominate the sample. The most 
dominant groups are food and kindred products, chemicals and allied pro¬ 
ducts, primary metal products, machinery (not electrical), electrical 
and electronic machinery, and transportation equipment. The small cell 
sizes limit making any strong inferences about industry differences in 
human resource planning practices. A Chi-Square test determined there 
were no significant differences in human resource planning practices 
across industries. The calculated chi-square of 7.4 was insignificant 
at the .05 level with nine degrees of freedom (x =7.4, d.f.=9, p=.59). 
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TABLE 4 
RESPONDENTS BY INDUSTRY GROUP AND HRP CATEGORY 
(N=237) 
Human Resource Planning Category 
Industry and Code3 1 2 3 Total 
10 Metal Mining 1 0 0 1 
13 Oil and Gas Extraction 2 1 0 3 
14 Mi sc. Nonmetal lie Minerals 1 0 0 1 
16 Construction 0 1 0 1 
20 Food & Kindred 10 8 3 21 
22 Textile Mill Products 4 2 1 7 
23 Apparel & Other Finished Goods 2 0 2 4 
24 Lumber & Wood Products 0 1 1 2 
25 Furniture & Fixture 1 0 0 1 
26 Paper & Allied Products 2 3 3 8 
27 Printing/Publishing & 
Allied Products 4 4 1 9 
28 Chemicals & Allied Products 13 16 5 34 
29 Petroleum Refining & 
Related Industries 8 8 2 18 
30 Rubber & Miscellaneous 
Plastic Materials 1 2 2 5 
32 Stone, Clay & Glass Products 2 3 0 5 
33 Primary Metal 11 6 2 19 
34 Fabricated Metal Products, 
except machinery and 
transportation equipment 5 2 2 9 
35 Machinery not electrical 17 9 4 30 
36 Electrical & Electronic 
Machinery 5 12 0 17 
37 Transportation Equipment 9 10 6 25 
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TABLE 4 
(continued) 
Human Resource Planning Category 
Industry and Code3 1 2 3 Total 
38 Measuring, Analyzing and 
Controlling Instruments 3 5 2 10 
39 Miscellaneous Manufacturing 
Industries 0 2 0 2 
40 Railroads/Line Haul 1 0 0 1 
50 Wholesale Metal & Scrap 1 0 0 1 
51 Wholesale Nondurables 1 0 0 1 
59 Retail Fuel 1 0 0 1 
89 Service/Engineering 
Architects 1 0 0 1 
TOTAL 104 97 36 237 
aFirst two digits of Standard Industrial Classification code as re¬ 
ported in the Standard and Poor Compustat Data Tapes, 1981. 
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Sample Characteristics 
Table 5 contains information regarding sample characteristics in 
terms of total assets, sales, and number of employees. An examination 
of Table 5 suggests that size is associated with the use of formal human 
resource planning in the sample firms. The users of formal human re¬ 
source planning processes as a group were larger than non-users in terms 
of total assets, number of employees, and sales over the five-year study 
period (1976-1980). It is of interest to note, however, that the rela¬ 
tionship does not appear to be linear. Firms using the fully-integrated 
processes advocated in the literature are smaller than category 2 human 
resource planners. 
Time-Frame of Human Resource Planning 
Eighty-one percent of the firms engaging in formal human resource 
planning use a time frame of three to five years (see Table 6). Only 
nineteen firms planned beyond a five year period. 
Initiation of Human Resource Planning 
Table 7 indicates the year when firms began formal human resource 
planning. As indicated by Table 7, the number of firms engaged in human 
resource planning has continued to grow dramatically in recent years. 
Prior to 1960 only four firms in the sample engaged in human resource 
planning. During the 1960s, fifteen firms in the sample initiated such 
planning, while during the 1970s seventy-eight firms began formal human 
resource planning. From 1980 to 1982, forty-five additional firms 
initiated human resource planning. If this trend continues during the 
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TABLE 5 
SIZE AND CATEGORY OF HRPa 
Variable^ 
1 
No Formal 
N= 106 
2 
Incomplete 
N=95 
3 
Fully-Integrated 
N=36 F P 
Average assets 
(in billions) 1,307 2,904 2,747 4.59 .01 
Average sales 
(in billions) 1,617 4,117 3,895 4.58 .01 
Average # of 
employees 19,754 52,778 33,589 7.66 .001 
aOne-way ANOVAs on each of the three variables were performed. Mul 
tiple comparison tests revealed that only the caregory 1 and category 
2 human resource planners differ significantly on each variable. 
^Based on five year average (1976-1980). 
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TABLE 6 
TIME-HORIZON USED IN HUMAN RESOURCE PLANNING 
Time Horizon N Percent 
1-2 years 8 6 
3-5 years 115 81 
over 5 years 19 13 
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TABLE 7 
YEAR HUMAN RESOURCE PLANNING INITIATED 
(N=l42)a 
Year Number of Firms Subtotal Percentage 
1930 3 
1954 1 4 3.0 
1960 4 
1963 1 
1965 2 
1966 2 
1967 2 
1968 2 
1969 2 15 10.5 
1970 7 
1972 6 
1973 1 
1974 5 
1975 19 
1976 6 
1977 9 
1978 11 
1979 14 78 54.9 
1980 25 
1981 10 
1982 10 45 31.6 
TOTAL 142a 100.0 
aOne firm did not report a date. 
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decade, we may witness a more pervasive use of human resource planning 
in organizations. The data lend some support to the proposition that 
external environmental pressures during the 1970s led to a heightened 
interest in human resource planning applications (Walker and Wolfe, 1980 
and Dyer, 1982). In fact, in 1977 a professional society of human 
resource planners was founded and a quarterly journal devoted to the 
subject was also started. 
Organization Level at Which 
Human Resource Plans Developed 
Table 8 shows the hierarchical level at which human resource plans 
are developed. In 39 percent of the companies corporate, division, and 
plant levels are all actively involved in the design and development of 
human resource plans. The majority of firms reported that human re¬ 
source plans are developed at the corporate and division level. 
Responsibility for Human Resource Planning 
Over 90 percent of the respondents reported that the primary re¬ 
sponsibility for human resource planning rested either with the corpor¬ 
ate personnel department or the division personnel department or a 
combination thereof (see Table 9). In only a few firms were operating 
executives responsible for human resource planning. This suggests that 
most organizations view the human resource planning as a major function 
of personnel probably at the same level as, for example, compensation 
and labor relations. This is in stark contrast to findings reported by 
Geisler (1967) over fifteen years ago when he found that manpower plan¬ 
ning did not exist as a separate personnel staff activity. 
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TABLE 8 
ORGANIZATIONAL LEVEL AT WHICH HRP DEVELOPED 
Level N Percent 
Corporate 11 7.7 
Division 5 3.5 
Corporate-Di vision 65 45.5 
Division-Plant 3 2.1 
Corporate-Division-Plant 55 38.5 
Other 4 2.8 
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TABLE 9 
RESPONSIBILITY FOR HUMAN RESOURCE PLANNING 
Group N Percent 
Corporate personnel department 104 72.7 
Division personnel department 15 10.5 
Corporate/division personnel 
department 13 9.1 
Division management 5 3.5 
Corporate management 5 3.5 
Corporate planning department 1 .7 
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External Environmental Analysis 
Table 10 summarizes the external factors analyzed by companies in 
the human resource planning process. The most prevalent factors consi¬ 
dered are technological developments, labor market conditions, and 
economic conditions. This finding is not surprising since it is evident 
that technological developments can have a major impact on job and skill 
requirements and knowledge of labor supply and demand is a prerequisite 
for effective forecasting. 
Fewer firms are presently analyzing changes in social/cultural 
values and attitudes in preparing their human resource plans. 
Functional Area Strategies 
One stated purpose of human resource planning is to foster inte¬ 
gration of the various functional areas of personnel/human resource 
management. Recruitment/staffing, management succession, and training 
and development were the major areas for which strategies and programs 
were developed as part of the human resource planning process. Few com¬ 
panies reported developing strategies or objectives to cover health and 
safety and labor relations (see Table 11). These findings are consis¬ 
tent with the stated purpose of long-range human resource planning where 
the major emphasis is upon the acquisition and development of human 
resources. Several respondents provided excerpts of their strategies 
and objectives from their human resource planning documents. Typical 
examples are listed in Table 12. 
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TABLE 10 
EXTERNAL ENVIRONMENT FACTORS ANALYZED IN 
HUMAN RESOURCE PLANNING9 
Factors N Percent 
Demographic trends 77 54 
Social/cultural values and 
attitudes 54 38 
Technological developments 101 71 
Economic conditions 96 67 
Political/legal/regulatory 
developments 79 55 
Labor market conditions 90 63 
Other 14 10 
Percentages do not total 100 percent since each firm may analyze 
several of these factors. 
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TABLE 11 
FUNCTIONAL AREAS IN WHICH STRATEGIES 
AND PROGRAMS ARE DEVELOPED 
Function N Percent3 
Recruitment/staffing 130 90.9 
Compensation 84 58.7 
Training and development 130 90.9 
Management succession 136 95.1 
Employee benefits 56 39.2 
Affirmative action 97 67.8 
Labor relations 50 35.0 
Health and safety 31 21.7 
Percentages do not total 100 percent since each firm may analyze 
several of these factors. 
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TABLE 12 
EXAMPLES OF HUMAN RESOURCE PLANNING STRATEGIES 
• On a worldwide basis, ensure that compensation and benefits 
market position and delivery systems are consistent with 
employee productivity and cost objectives for each business. 
• Establish a buffer workforce (i.e., overtime, temporaries and 
vendoring) which insulates permanent employees from termination 
during economic downturns. 
• Expand training and development opportunities for employees, 
both to create a more capable workforce and to meet employee 
expectations of opportunities for growth. 
t Control rapidly rising human resource costs. 
t Engage in a college recruiting program that will ensure the 
addition of a continuing supply of well trained and qualified 
personnel. 
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Internal Human Resource Supply Analysis 
An important part of the human resource planning process is an in¬ 
ternal assessment of the present workforce. Table 13 summarizes the 
factors considered by respondents. The major areas emphasized are the 
number of employees by job categories, employee demographics (e.g., age, 
race, sex, etc.) and current performance levels. Less attention is 
focused on ascertaining information about employee potential and em¬ 
ployee attitudes. 
Forecast of Future Human Resource Needs 
As Table 14 indicates 86 percent of the firms who engage in human 
resource planning prepare a forecast of future human resource needs. A 
list of the specific forecasting techniques used in human resource plan¬ 
ning is presented in Table 15. It is interesting to note, however, that 
the vast majority of the firms do not use sophisticated forecasting 
techniques (e.g., regression analysis, Markov models, etc.), but rely 
heavily upon traditional forecasting techniques like replacement charts. 
In contrast to the weight afforded Delphi techniques in the literature, 
very few firms reported use of this technique. Kahalas et al. (1980) 
found similar results in their study of Fortune 200 firms. 
Integration with Strategic Business Planning 
Fifty-seven percent of the responding firms reported that there is 
either no integration of human resource planning with strategic business 
plans or that human resource planning was carried out after strategic 
business plans are developed. This finding implies that most human 
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TABLE 13 
FACTORS CONSIDERED IN INTERNAL ANALYSIS OF WORKFORCE 
Factor N Percent3 
Number of employees by job 
category 107 74.8 
Skill analysis of workforce 83 58.0 
Employee demographics 102 71.3 
Current performance levels 107 74.8 
Employee potential 91 63.6 
Employee attitudes 45 31.5 
Other 15 10.7 
Percentages do not total 100 percent since each firm may analyze 
more than one of these factors. 
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TABLE 14 
FORECAST OF FUTURE HUMAN RESOURCE DEMAND 
N Percent 
Yes 122 85.9 
No 20 14.1 
Total 142 100.0 
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TABLE 15 
FORECASTING TECHNIQUES USED IN HRP 
Technique N Percent3 
Replacement charts 120 83.9 
Skills inventory 73 51.0 
Manning tables 77 53.8 
Time series/Regression analysis 7 4.9 
Delphi 5 3.5 
Computer simulation 14 9.8 
Markov 6 4.2 
Other 11 7.7 
Percentages do not sum to 100 since a firm may use more than one of 
these techniques. 
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resource planning is carried out either in isolation from organizational 
planning or in a reactive mode rather than a proactive mode. Only one- 
third of the firms who engage in human resource planning reported an 
integral relationship between human resource planning and strategic 
business planning (see Table 16). Firms who have achieved this linkage 
reported two ways in which this was accomplished: 
(1) Human resource issues are studied by the human resource staff and 
then findings are presented to management as inputs to strategic 
planning. 
(2) Planning committees are formed to consider human resource issues and 
needs. Included on such a committee are representatives from vari¬ 
ous departments/divisions, human resource staff, and corporate 
planners. This approach attempts to integrate "top-down" and 
"bottom-up" approaches. 
Several firms provided confidential examples of the kind of forms used 
to facilitate this type of integration (see Appendix F). Several firms 
perform what is called a "strategy impact analysis." Managers are asked 
to identify the human resource implications of proposed strategic plans 
(e.g., new plants, new ventures, divestitures, etc.) and to also indi¬ 
cate alternative actions to meet strategic human resource needs. 
Employee Categories 
A majority of the firms in the sample concentrate their human re¬ 
source planning on managerial and technical/professional employee 
groups. Only 20 percent of the firms reported coverage of all of their 
employees (see Table 17). This finding is not surprising because one 
would expect that long-range or strategic human resource planning 
efforts would be concentrated on those employee groups which are 
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TABLE 16 
PERCENTAGE OF COMPANIES REPORTING INTEGRATION OF HRP 
AND STRATEGIC BUSINESS PLANNING (SBP) 
Degree of integration N Percentage 
No integration 41 29.1 
After SBP developed 40 27.7 
Before strategic business plans 
are developed 13 9.2 
HRP is an integral part of SBP 49 34.0 
76 
TABLE 17 
CATEGORIES OF EMPLOYEES COVERED BY HRP 
Group N Percent 
Managerial employees 114 79.7 
Technical/professional 89 62.2 
Clerical/office 8 5.6 
Ski lied 18 12.6 
Unski lied 2 1.4 
All employees 28 19.6 
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TABLE 18 
HUMAN RESOURCE PLANNING CATEGORY AND EMPLOYEE GROUPS: 
GROUP MEANS AND SUMMARY OF ANALYSIS OF VARIANCE 
(N=197) 
Human Resource Planning Category3 
Employee Group 1 2 3 F P 
1. Managerial 12.24 12.48 12.21 
C
O
 
o
 • .96 
2. Technical/Professional 18.34 20.50 18.03 .76 .46 
3. Office/Clerical 15.31 14.27 15.79 .37 .68 
4. Skilled 31.69 27.66 33.12 1.36 .25 
5. Unskilled 22.70 23.06 24.28 .06 .93 
Categories are: (1) no formal HRP, (2) incomplete HRP, and (3) Fully- 
integrated HRP. 
bMeans represent percentage of employees in that group. 
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relatively more expensive and would require a longer-time frame to 
develop. An analysis of variance was done to find out if there was any 
significant difference in the percentage of employees (currently em¬ 
ployed) in each job category across the three human resource planning 
groups. For example, do firms who use complete human resource planning 
processes have a higher percentage of technical/professional workers? 
The results in Table 18 do not indicate any statistically significant 
differences in the percentages of the various employee groups across the 
three human resource planning caregories. 
Part II--Human Resource Planning 
and Organization Performance 
This section will report on the results of the two hypotheses pre¬ 
sented in the previous chapter. Since one purpose of this study is to 
provide an initial step in exploring the relationship between organiza¬ 
tion performance and human resource planning, several tests are made of 
each hypothesis. 
Sample Identification 
As might be expected in a field study, the number of firms in each 
human resource planning category is not equal.^ Because of the dispro¬ 
portionately small number of firms classified as Category 3 (Fully- 
Integrated) human resource planners, it was necessary to combine this 
group with Category 2 human resource planners. Table 19 shows the 
resultant two-group classification stratified by industry. In effect, 
the analyses in this chapter test for differences in performance between 
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TABLE 19 
RECLASSIFICATION OF GROUPS 
(N=237) 
Industry and Code No Formal HRP Formal HRP Total 
10 Metal mining 1 0 1 
13 Oil and gas extraction 2 1 3 
14 Miscellaneous nonmetallic 
minerals 1 0 1 
16 Construction 0 1 1 
20 Food and kindred products 10 11 21 
22 Textile mill products 4 3 7 
23 Apparel and other finished 
goods 2 2 4 
24 Lumber and wood products 0 2 2 
25 Furniture and fixtures 1 0 1 
26 Paper and allied products 2 6 8 
27 Printing, publishing 4 5 9 
28 Chemicals and allied products 13 21 34 
29 Petroleum refining 8 10 18 
30 Rubber and miscellaneous 1 4 5 
32 Stone, clay and glass 
products 2 3 5 
33 Primary metal industries 11 8 19 
34 Fabricated metal products 5 4 9 
35 Machinery, not electrical 17 13 30 
36 Electrical and electronic 
machinery 5 12 17 
37 Transportation equipment 9 16 25 
38 Measuring, analyzing and 
controlling instruments 3 7 10 
39 Miscellaneous manufacturing 
industries 0 2 2 
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TABLE 19 
(continued) 
Industry and Code No Formal HRP Formal HRP Total 
40 Railroads/line haul 1 0 1 
50 Wholesale metal/scrape 1 0 1 
51 Wholesale durables 1 0 1 
59 Retail fuel 1 0 1 
89 Service/engineering 
architects 1 0 1 
Total 106 131 237 
aFirst two digits of Standard Industrial Classification code as 
reported in the Standard and Poor Compustat Data Tapes, 1981. 
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firms who practice formal human resource planning and those who do 
not. 
The usable sample size is further reduced by another complicating 
factor. The eight performance variables are measured over a five year 
period (1976-1980). There are two major reasons for the selection of 
this time period. First, a minimum period of five years was desired. A 
time period that is too short may not capture the benefits of human re¬ 
source planning due to the strategic decision time lag. Further, the 
modal time-horizon reported by firms using formal human resource plan¬ 
ning is five years. Second, although the 1981 Standard and Poor's 
Compustat Tapes are used, only sixty companies had complete data for 
1981. Thus the last date for which there was complete data for most of 
the calculation was 1980. For these reasons in testing hypothesis 1, 
analysis of performance is only made for those firms which initiated 
formal human resource planning before or in 1976 (see Table 20). Fifty- 
five percent of the firms in the sample began formal human resource 
planning after 1976. While 56 percent of the firms utilizing the fully- 
integrated models advocated in the literature began such planning after 
1976. Only a total of 59 firms (45 percent) had formal human resource 
planning systems prior to 1977. 
Results of Hypotheses 
Hypothesis #1: The performance of firms engaged in formal human 
resource strategic planning is significantly higher than a group of 
firms not engaging in such planning. 
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TABLE 20 
DATE HUMAN RESOURCE PLANNING INITIATED 
Category 2 
Incomplete HRP 
Category 3 
Fully-Integrated HRP 
Initiated HRP before or 
in 1976 43 16 
Initiated HRP in: 
1977 3 4 
1978 8 2 
1979 9 5 
1980 19 3 
1981 5 4 
1982 _7 _2 
Total9 94 36 
aOne of the formal human resource planners did not report a date. 
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For each firm in the sample, the eight performance measures were 
calculated over the five-year period (1976-1980). The mean vectors of 
the two groups (human resource planners and non-human resource planners) 
were compared using a two-way multivariate analysis of variance 
(MANOVA).^ MANOVA was selected for comparing the means because of the 
significant intercorrelations among the dependent variables. The inter¬ 
correlations are reported in Table 21. 
Results of the MANOVA analysis are presented in Tables 22 to 24. 
These tables include the cell means for each of the performance vari- 
2 
ables, sample sizes. Hotelling's T and the approximated F statistics. 
Interpretation of MANOVA results involves two steps. First, the multi¬ 
variate F-ratio for each effect is examined. Next, the impact of each 
of the dependent variables on the overall effect is represented by the 
univariate F-ratios. The main effect for category of human resource 
planning is not significant (F=.25; p=.97); while the main effect for 
industry is significant at the .00001 level (F=2.49). That is, there 
are significant differences in performance across industries. The 
interaction effect is not significant (F=1.02; p=.45). It is interest¬ 
ing to observe that in examining cell means in two industries (petroleum 
refining and measuring/analyzing instruments), the formal human resource 
planners perform better on several of the measures. The finding of a 
significant main effect for industry is not surprising. Industry dif¬ 
ferences in performance are well-documented in the literature. The 
sample size for this analysis is rather small because less than 40 
percent of the firms in the sample had complete data for labor and 
84 
TABLE 21 
INTERCORRELATIONS OF DEPENDENT VARIABLES 
1 2 3 4 5 6 7 8 
1. Sales Growth - 
2. Earnings Growth .55* - 
3. Earnings/Sales .42* .49* - 
4. ROI .35* .20* .69* - 
5. Earnings/Labor 
Costs .55* .32* .69* .48* - 
6. Earnings/ 
Employees .31* .63* .70* .42* .93* - 
7. Labor Costs/ 
Employees .01 -.02 .01 -.16 .03 .35* 
8. Assets/ 
Employees .29* .63* .54* .49* .88* .90* .32* 
*p<.05 
85 
TABLE 22 
TWO-WAY MANOVA3 SUMMARY RESULTS 
Source of Variance Hotelling T^ F-Ratio P 
Human Resource Planning 
Category 2.37 .25 .97 
Industry 214.27 2.49 .0000 
Interaction (HRP Category 
by Industry) 79.34 1.02 .45 
aN=67. Based on all eight dependent variables. 
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related expenses which restricted the number of observations for two of 
the eight variables (Labor Costs/Employees and Earnings/Labor Costs). 
Because of the reduction in sample size due to missing data for 
labor and related expenses, a second MANOVA was performed using six 
dependent variables. The summary results of the MANOVA analysis are 
shown in Tables 25, 26 and 27. Again, there is no significant differ¬ 
ence in performance between firms who engage in formal human resource 
planning and those who do not (F=.64; p=.69). Highly significant main 
effects were found for industry (F=3.63; p<.00001). The interaction 
effect is not significant (F=1.0; p=.47). 
In sum, while there are no significant differences in performance 
between the two groups (human resource planners vs. non-human resource 
planners), there are significant differences in performance across 
industry groups. Based on this analysis hypothesis 1 is rejected. 
That is, the performance of firms engaging in formal human resource 
strategic planning is not significantly higher than a group of firms not 
engaging in such planning. 
Hypothesis #2. The performance of firms engaging in formal human 
resource strategic planning is significantly higher after human resource 
planning is initiated as compared to performance prior to human resource 
pianning. 
In testing this hypothesis explicit consideration is given to the 
date in which firms initiated human resource planning. Each performance 
variable is measured for pre- and post-time periods based on the year 
when the firm initiated human resource planning subject to the 
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TABLE 25 
TWO-WAY MANOVA SUMMARY RESULTS—REDUCED 
SET OF DEPENDENT VARIABLES9 
(N=l35) 
Source of Variance Hotelling T^ F-Ratio P 
HRP Category 4.0 .64 .69 
Industry 234.9 3.63 .0000 
HRP Category by Industry 
(Interaction) 57.5 1.00 .47 
aBased on six dependent variables: sales growth, earnings growth, 
earnings/sales, ROI, earnings/employee, and assets/employees measured 
over a five year period 1976-1980. 
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availability of data. Five-year performance prior to initiation is com¬ 
pared with both five-year and ten-year post human resource planning per¬ 
formance. In order to appropriately test hypothesis 2, a standard of 
comparison is necessary. Accordingly, a hypothetical date was assigned 
to a control group of non-human resource planners. These dates are the 
same as the actual dates human resource planning was initiated by the 
planners so that the same time periods are studied. These dates were 
randomly assigned to the control group of non-human resource planners 
using a table of random numbers. The selection of this comparison group 
was made so that the industry distribution of human resource planners 
and non-human resource planners was the same. Whether the change in 
performance is different across the two groups is tested. That is, let 
3 be a mean vector of difference scores for each group. The null hypo¬ 
thesis tested is: H^: d-j-d^ = 0. 
This hypothesis was tested using a one-way repeated measures 
MANOVA. The results of this analysis for the five-year time period are 
shown in Table 28. There is no significant difference in the change in 
performance across the two groups (Fg 73=1.13; p=.35). In other words 
when we compare the mean difference vectors of the two groups there is 
no significant difference. It is interesting to note that while there 
is no significant difference, the change scores for the firms using 
formal human resource planning are slightly higher on five of the six 
performance measures. These measures are earnings growth, earnings/ 
sales, ROI, earnings/employee, and assets/employee. 
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To examine the possibility that a five-year post-planning period 
was not long enough to reap the benefits of human resource planning, a 
post-time period of ten years was also analyzed. The results of the 
analysis are shown in Table 29. Again, there is no significant differ¬ 
ence between the two groups (Fg ^=.82; p=.56).7 In essence this analy¬ 
sis examines the performance of those firms who have been engaging in 
human resource planning for at least ten years. The sample size for 
this analysis is reduced because of the small number of firms practicing 
human resource planning for ten years and missing data for some years. 
2 
Because the T statistics in Tables 28 and 29 are insignificant at 
the .05 level, we cannot reject the null hypothesis that there is no 
significant difference in performance after human resource planning is 
initiated as compared to performance before human resource planning. 
Subjective Measures 
For those firms engaged in formal human resource planning, mana¬ 
gers were asked to make an evaluation of the contribution of such 
planning efforts to overall organization performance and the benefits 
derived from such planning in the areas of labor cost savings, employee 
satisfaction, employee productivity, management development, EEO/affir- 
mative action, and reducing understaffing and overstaffing. A multi¬ 
variate analysis of variance was performed to test for differences in 
these evaluations between firms classified as Category 2--Incomplete HRP 
and those classified as Category 3—Fully Integrated HRP. The results 
of these analyses are reported in Table 30 along with cell mean standard 
deviations and the univariate F ratios for each of the variables. 
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As can be seen in Table 30, firms using a fully-integrated human 
resource planning process rated the contributions of the planning sig¬ 
nificantly higher than firms which were classified as using incomplete 
models (multivariate ^=2.19, p<.05). In other words, the perceived 
achievements of human resource planning were significantly higher among 
the firms using more complete systems. 
In the next chapter results will be summarized and discussed. 
Conclusions and implications for research will also be presented. 
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TABLE 30 
SUBJECTIVE MEASURES OF BENEFITS 
OF HUMAN RESOURCE PLANNING 
Category of HRP 
Incomplete Fully-Integrated Univariate 
Variable N=56 N=25 F-ratio P 
1. Contribution to 
Organization 
Performance 3.30 (1.3)b 3.92 (1.0) 4.19 .04 
2. Labor Cost Savings 1.93 (.95) 2.68 (1.2) 9.05 .004 
3. Employee 
Productivity 2.30 (.97) 3.0 (.95) 8.96 .004 
4. Employee 
Satisfaction 2.80 (1.1) 3.32 (1.0) 3.94 .05 
5. Management 
Development 4.0 (1.0) 4.52 (.65) 5.25 .02 
6. EEO/AA Goals 2.94 (1.1) 3.44 (1.0) 3.50 .07 
7. Reducing Under¬ 
and Over-Staffing 2.91 (1.1) 3.52 (1.12) 4.74 .03 
Multivariate: T^=.210; F7,73=2-19’ 
p=.04 
aMeasured on a 5-point Likert scale; 1=1ow and 5=high. 
^Figures in parentheses are standard deviations. 
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Endnotes 
It is felt that this good response rate is due to three major 
factors. First, many corporations are currently very interested in 
human resource planning as a means of improving the contribution of 
human resource management to overall organization effectiveness. In 
fact, requests for results of the survey were received from 110 firms. 
Second, the cover letter and questionnaire were both carefully devel¬ 
oped following the suggestions of Dillman (1978). Third, many of the 
firms in the sample had previous experience and contact with the work of 
the Human Resource Research Center. 
2 
This missing information however did not prevent the categoriza¬ 
tion of an organization's human resource planning process since it was 
not critical to the classification scheme. 
3 
To perform this test industry SIC codes were combined and firms 
were grouped into human resource planners and non-human resource plan¬ 
ners so that each cell had at least five observations. 
4 
Therefore, the data are analyzed using the general linear model 
approach to MANOVA. 
5 
The two independent variables are human resource planning cate¬ 
gory and industrial groupings. A one-way MANOVA was also performed. 
The results are presented in Appendix G. 
Multiple comparisons are not performed in this study since the 
major interest is not in industry differences in performance but in dif¬ 
ferences in performance across the two human resource planning cate¬ 
gories. 
^Another analysis was performed to further investigate the change 
in performance after the initiation of formal human resource planning. 
Since the human resource planning group in the previous analysis in¬ 
cluded both category 2 (incomplete) and category 3 (fully-integrated) 
human resource planners, an analysis was made comparing the performance 
of firms across the three categories of human resource planners. The 
results of this analysis are shown in Table 33 in Appendix H. There is 
no significant difference across the three groups (F^ -j44= -78; p=.67) 
on the six dependent variables. ’ 
CHAPTER V 
SUMMARY AND CONCLUSIONS 
This chapter presents a summary of the study, discusses its major 
findings, and offers some suggestions for future research. 
Summary 
Restatement of Study Objectives 
The major objectives of this study were twofold: (1) to determine 
the state of the art of human resource planning as it is currently prac¬ 
ticed in organizations, and (2) to investigate the relationship between 
human resource planning and organization performance. In recent years 
substantial attention has been focused on human resource planning as a 
means of directly linking the attainment of organization objectives to 
personnel management programs. Concurrently, there is less empirical 
knowledge about the actual practices of organizations and the benefits 
of formal human resource planning. To the author's knowledge, no other 
previous study has sought to rigorously address these twin concerns. 
Major Findings 
In this section the major findings of the study are presented in 
two parts. The first part summarizes and discusses the empirical find¬ 
ings describing human resource planning as currently practiced in 
Fortune 500 firms. Second, the major findings pertaining to human re¬ 
source planning and organization performance are summarized and dis¬ 
cussed. 
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Human resource planning practices. The results presented in this 
study indicate that while 54 percent of the firms in the sample prepare 
formal long-range human resource plans, only a small fraction (15 per¬ 
cent) prepare the fully-integrated plans advocated in the normative 
literature. No significant differences were found in human resource 
planning practices across the industry groups represented in this study. 
An important question arises: Why have so few firms developed 
comprehensive human resource planning systems? Although this question 
is not specifically addressed in this research, many possible explana¬ 
tions exist. Despite the lip service given to the cliche--People are 
our most important asset--in many organizations people are viewed as an 
operating cost and not as a major corporate resource or investment. 
Most well-operated companies routinely apply the "return on investment" 
concept to their financial and production operations; yet they fail to 
apply this concept to the management of their human resources. 
Strategic planning for human resource requirements has generally 
lagged behind planning for capital and financial resources in many 
organizations. It is often assumed that the right number and right kind 
of people will be found when needed. This has often led to an emphasis 
on short-term operational personnel activities at the expense of long¬ 
term strategic programs. The major task of personnel/human resource 
managers has been to provide the human resources needed to carry on 
existing, short-term business demands. The irony of this reality has 
been aptly described by Skinner (1981, p. 112): 
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So the ultimate irony is that the personnel function--which deals 
with the most fundamental and central corporate competitive re¬ 
source and that has the longest time horizon of any function--is 
left with no long-range strategy and allowed to react merely to 
transient pressures and events. 
Human resource planning is a relatively new corporate activity. 
Fifty-five percent of the respondent firms initiated planning after 
1976. The cumulative impact of legislative, economic, and demographic 
changes during the 1970s have been a major catalyst in prompting firms 
to adopt such systems. The trend appears to be toward greater applica¬ 
tions of human resource planning in the future. Forty-five firms started 
formal human resource planning between 1980 and 1982 compared to a total 
of seventy-eight during the entire 1970s. Several of the firms which do 
not presently engage in formal human resource planning indicated in 
their questionnaires that they expected to begin such efforts in the 
very near future. 
Comparisons of firm size and human resource planning practices 
revealed that larger firms are more likely to utilize formal processes 
than smaller firms. This finding is not surprising since larger firms 
are more likely to have the resources and staff specialists necessary to 
invest in more sophisticated and extensive programs. 
In general, most organizations view the human resource planning 
function as a major responsibility of corporate and divisional 
personnel/human resource departments. Few organizations reported 
active line management involvement in the process. Hercus (1979) and 
Dyer (1982) and others have stressed the need for direct line management 
involvement and input into the human resource planning process. 
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In examining specific components of the human resource planning 
process, almost all firms indicated they did forecasting of human re¬ 
source demand. What is interesting is the heavy reliance upon the less 
sophisticated, elementary techniques such as replacement charts rather 
than the more sophisticated, probablistic methods such as Markov analy¬ 
sis or computer simulation. This finding implies that human resource 
forecasting efforts have been largely confined to providing a supply of 
employees as replacements rather than analyzing the impact of strategic 
alternatives on human resource demand and supply. 
The majority of the firms engaged in formal human resource plan¬ 
ning prepared plans that covered a five-year time horizon. There was a 
strong tendency to sub-optimize planning by concentrating on special 
employee groups--primarily managerial and technical/professional 
employees. Only twenty-eight firms had scopes that covered all 
employees. 
The environmental factors that are most frequently analyzed and 
that are of major concern to human resource planners are labor market 
conditions, technological developments, and economic conditions. Less 
emphasis is placed on analyzing changes in the social/cultural environ¬ 
ment. 
Few firms have achieved an integral linkage between human resource 
planning and strategic business planning. In most firms human resource 
planning efforts are carried out in isolation from strategic business 
planning or human resource planning decisions are treated as a deriva¬ 
tive of strategic business planning rather than a primary function. If 
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human resource plans are not formulated in conjunction with strategic 
business planning, on what basis are plans developed? For the most part 
personnel/human resource managers have simply extrapolated future human 
resource needs from the number of employees on the current payroll with 
little knowledge of the strategic objectives of the organization. One 
reason for this kind of separation may be the difficulty of personnel/ 
human resource managers in overcoming the historical lack of influence 
personnel departments have had with corporate management. Further, 
organizations have traditionally viewed the human resource dimension as 
a short-term implementation issue rather than a driving force in the 
formulation of strategic plans. Human resources are often taken into 
account only to the extent necessary to assure that the organization has 
enough people to meet operational demands. 
Human resource planning and organization performance. In examin¬ 
ing the relationship of human resource planning and organization per¬ 
formance, two hypotheses were tested. The first hypothesis was: 
The performance of firms engaged in formal human resource strategic 
planning is significantly higher than a group of firms not engaging 
in such planning. 
A two-way multivariate analysis of variance comparing the five- 
year performance of a group of firms using formal human resource plan¬ 
ning to a group of non-users did not indicate any significant differ¬ 
ences which could be attributed to human resource planning. To further 
explore the possible differences in performance a second hypothesis was 
tested which explicitly took into consideration the year in which plan¬ 
ning was initiated. The second hypothesis was: 
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The performance of firms engaging in formal human resource strategic 
planning is significantly higher after human resource planning is 
initiated as compared to performance prior to human resource plan¬ 
ning. 
It was hypothesized that the initiation of formal human resource strate¬ 
gic planning would have an overall beneficial effect on a firm's 
organization performance. Five year preplanning performance was com¬ 
pared to both five-year and ten-year post-planning performance. While 
the change in performance was slightly higher for the users of formal 
systems compared to the group of non-users on some of the variables, no 
significant difference was found. 
Human resource planning proponents have contended that human re¬ 
source planning has a positive impact on organization performance. 
Overall the results of the two analyses did not indicate any significant 
difference in performance between users of formal human resource strate¬ 
gic planning processes and non-users. Human resource planning did not 
lead to significantly improved organization performance. There are 
several possible explanations for these findings. 
1. A myriad of other factors such as market position, organiza¬ 
tion structure, management competence, foreign competition, etc. may 
influence performance to a greater degree than human resource planning. 
2. The relative immaturity of human resource planning efforts may 
have prevented the effects of planning from being measured. The time 
needed to develop, to install, and to reap the benefits of a well- 
functioning comprehensive human resource planning system may be greater 
than the time period investigated in this study. Skinner (1981) has 
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suggested that it takes minimum of seven years for personnel planning 
efforts to survive several generations of top executives' strategy 
shifts, economic recessions, division and companywide crises, government 
policy changes, legislative changes, and technological advances. 
3. No attempt was made to assess the quality of the human re¬ 
source plans produced through the use of a formal process. It is pos¬ 
sible that the particular human resource strategies and programs devel¬ 
oped are more important than the mere absence or presence of a formal 
process. Quinn's (1980) notion of logical incrementalism suggests that 
the most important strategic decisions are often made outside of the 
formal planning structure, even in organizations with wel1-accepted 
planning cultures. For instance, firms classified as non-human resource 
planners in this study may have well developed informal mechanisms that 
allowed them to effectively staff their organizations with the right 
kinds of people. 
4. The data on human resource planning practices were collected 
from personnel managers. It is possible that the plans developed are 
not fully implemented or coordinated throughout the organization. Given 
the finding of a relative lack of involvement by line managers in the 
process, this is a strong possibility. 
5. A majority of the firms classified as formal human resource 
planners had piecemeal or incomplete processes and their efforts may not 
have been any better than firms which employed informal methods. An 
analysis was made which compared the performance across the three cate¬ 
gories of human resource planners versus just looking at the two extreme 
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groupings. No significant differences in performance were identified 
across the three groups. What is interesting to note is that firms 
which instituted fully-integrated human resource planning processes 
experienced lower levels of performance during the pre-human resource 
planning period. It is possible that poor performing firms may have 
instituted human resource planning as a means to improve performance. 
On the other hand, the non-human resource planners generally had higher 
levels of performance during the pre-planning period. It is possible 
that the management of these firms felt their organizations were suc¬ 
cessful without such elaborate programs and saw no reason to change 
practices. 
One interesting finding in examining the perceived benefits of 
human resource planning is that firms using the fully-integrated systems 
advocated in the literature are more likely to feel that substantial 
benefits have been derived from human resource planning efforts. The 
perceived benefits of human resource planning and its contribution to 
organization performance were significantly higher among firms using 
more complete systems. This finding lends some support to the validity 
of the classification scheme used in this study. Those firms which have 
developed systems by the "book" perceive the greatest benefit from their 
efforts. On the other hand firms using less complete approaches to 
human resource planning perceived less benefit. Although these subjec¬ 
tive evaluations do differ, objective financial measurements indicated 
no difference in performance. 
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Concluding Points 
From the descriptive and statistical results presented here a num¬ 
ber of general conclusions clearly emerge. Formal human resource plan¬ 
ning is still in its infancy even among Fortune 500 firms. This result 
suggests that the literature is far ahead of actual practices among U.S. 
companies. Firms which have been continually engaged in formal human 
resource planning constituted a disproportionately small number in the 
sample. Despite the somewhat disappointing nature of this finding, the 
trend appears to be toward greater adoption of formal processes. 
There is little evidence in this study to suggest that human re¬ 
source planning has yet begun to produce the payoffs poisted by its 
advocates. But before it will make a significant contribution to 
organization performance, it must be implemented correctly. A number of 
suggestions in this direction follow. 
A prerequisite for effective human resource planning must be the 
involvement and support of top management. In the face of increasing 
international competition and sagging productivity, the long-run compe¬ 
titiveness of U.S. firms will require considerably more comprehensive 
approaches to human resource management in terms of its strategic role 
in both the formulation and implementation of long-run business plans. 
A few graduate business schools have revamped their curriculum to in¬ 
clude courses in human resource management (most notably. Harvard). For 
the most part, however, many schools continue to produce future managers 
who do not understand that the effective use of human resources can 
create the most powerful and basic resource. While this critique is not 
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new, it must be reiterated (Hayes and Abernathy, 1980). The overempha¬ 
sis on financial/quantitative analysis in most business schools has re¬ 
sulted in few students who have not been taught to think strategically 
about the management of human resources. Along with financial, produc¬ 
tion, and marketing planning, students need to learn the fundamentals of 
human resource planning. 
Human resource planning must be viewed as a vital part of the 
overall corporate planning of organizations and cannot be effectively 
carried out as a separate or parallel activity. Business strategy re¬ 
views involving line managers, human resource planners, and strategic 
planners are needed to identify and manage the human resource implica¬ 
tions of business strategies. 
Equal consideration must be given to all levels and categories of 
employees. Human resource planning must be directed towards developing 
an integrated set of policies and programs to achieve both employee and 
organization effectiveness. The incomplete, piecemeal practices by many 
organizations run the risk of reducing human resource planning to just 
another unproductive management activity. 
Recommendations for Future Research 
The limitations of the present study point to several areas for 
future research. 
Because of the weaknesses associated with the use of question¬ 
naires, it may be desirable to use a semi-structured interview to 
identify and compare human resource planning approaches. Efforts should 
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be made to collect data not only from the personnel/human resource 
executives in the organization, but also other organization constituen- 
cies--top management and line management. This type of approach, while 
time consuming and costly, may provide greater insight into understand¬ 
ing the level of commitment to human resource planning and the processes 
needed to introduce and sustain human resource planning in organiza¬ 
tions. 
Future research is needed in identifying organization results most 
affected by human resource planning activities. Gross measures of per¬ 
formance were used in this study. It may be difficult to demonstrate a 
direct relationship between human resource planning and organization 
performance using gross financial measures. The human resource related 
performance variables used in this study may require greater refinement 
and analysis. Perhaps a more fruitful approach would be to examine the 
impact human resource planning has on variables like turnover, absen¬ 
teeism, individual satisfaction, and career development. While these 
data are harder to obtain, they may provide greater insight in isolating 
those organizational outcomes significantly affected by human resource 
planning efforts. A complementary direction would be to undertake qual¬ 
itative approaches to evaluation. Walker (1980) has suggested that the 
evaluation of human resource planning is inescapably subjective and 
qualitative in nature. Ultimately, however, the effectiveness of the 
human resource planning system as a whole must be demonstrated. 
Perhaps the most important research that could follow is to study 
the effective implementation and execution of human resource plans and 
no 
strategies. Such questions as how to better integrate human resource 
planning and strategic business planning, how to better align human re¬ 
source planning with career planning, and how to assess alternative 
human resource strategies are not answered by this research. They 
definitely warrant study. 
This study consisted essentially of manufacturing firms. Future 
research should also focus on more labor intensive organizations such as 
banks and insurance companies. 
Research is needed to determine in what situations formal human 
resource planning is most useful. For example, Verhoeven (1982) has re¬ 
cently introduced the factors of "rigidity" and "variability" as two key 
concepts indicating the relevance of human resource planning activities. 
Concomitantly, research is needed on specifying the internal contextual 
variables most critical to the success or failure of human resource 
planning. 
One final caveat is the continued need for research on the human 
resource aspect of strategic management. This area has been woefully 
neglected by researchers in the strategic management field. At the same 
time, personnel/human resource researchers have generally failed to draw 
upon the extensive research and theory that has emerged in the business 
policy/strategic management field. Research on long-range/strategic 
human resource planning must be understood within the context of the 
strategic management paradigm. Human resource strategy should be viewed 
as an important component of functional area strategies. The major 
strategic thrusts of organizations in the areas of product innovation, 
in 
acquisitions/mergers, market penetration, etc. require strategists to be 
cognizant of human resource capabilities if organizations are to gain 
and maintain strategic advantage in an increasingly competitive environ¬ 
ment. 
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APPENDIX C 
LIST OF 1981 FORTUNE 500 
Company Rank 
ACF Industries 321 
AM International 342 
AMAX 152 
AMF 245 
AMP 274 
Abbott Laboratories 172 
Agway 100 
Air Products & Chemicals 228 
Airco 282 
Akzona 279 
Allegheny International 204 
Allied 55 
Allis-Chalmers 188 
A1umax 284 
Aluminum Co. of America 78 
Amerada Hess 33 
American Bakeries 451 
American Brands 96 
American Can 81 
American Cyanamid 106 
American Greetings 478 
American Hoechst 225 
American Hoist & Derrick 437 
American Home Products 93 
American Motors 162 
American Petrofina 164 
American Standard 165 
Ampco-Pittsburgh 
Amstar 197 
Amsted Industries 345 
Anchor Hocking 319 
Anderson Clayton 202 
Anheuser-Busch 99 
Areata 373 
Archer-Daniels-Midland 107 
Armco 51 
Armstrong Rubber 448 
Armstrong World Industries 256 
Arvin Industries 476 
Asarco 234 
Ashland Oil 35 
Atlantic Richfield 10 
Avery International 416 
Company Rank 
Avnet 256 
Avon Products 160 
BASF Wyandotte 307 
BATUS 90 
Baker International 185 
Ball 358 
Bally Manufacturing 339 
Bangor Punta 361 
Barnes Group 494 
Bausch & Lomb 433 
Baxter Travenol Laboratories 239 
Beatrice Foods 41 
Beckman Instruments 423 
Becton Dickinson 300 
Belco Petroleum 484 
Bell & Howell 393 
Bemis 386 
Bendix 86 
Bethlehem Steel 47 
Big Three Industries 351 
Black & Decker Manufacturing 248 
Blue Bell 249 
Boeing 31 
Boise Cascade 143 
Borden 85 
Borg-Warner 155 
Briggs & Stratton 442 
Bristol-Myers 113 
Brockway Glass 368 
Brown-Forman Distillers 472 
Brown Group 263 
Brunswick 260 
Bucyrus-Erie 475 
Burlington Industries 132 
Burroughs 128 
CBI Industries 326 
CF Industries 303 
CPC International 89 
Cabot 223 
Cameron Iron Works 324 
Campbell Soup 153 
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Company Rank 
Campbell Taggart 270 
Capital Cities Communication 438 
Carnation 121 
Carpenter Technology 440 
Caterpillar Tractor 37 
Ceco 497 
Celanese 104 
Central Soya 199 
CertainTeed 334 
Cessna Aircraft 302 
Champion International 97 
Champion Spark Plug 354 
Charter 75 
Chesebrough-Pond's 236 
Chicago Pneumatic Tool 482 
Chromalloy Amrican 253 
Chrysler 26 
Cincinnati Milacron 322 
Cities Service 39 
Clark Equipment 259 
Clorox 389 
Cluett Peabody 348 
Coastal 59 
Coca-Cola 58 
Colgate-Palmolive 72 
Collins & Aikman 431 
Colt Industries 178 
Combustion Engineering 102 
Commonwealth Oil Refining 314 
ConAgra 255 
Cone Mills 406 
Consolidated Foods 63 
Consolidated Papers 455 
Continental Group 74 
Control Data 144 
Cooper Industries 142 
Coors (Adolph) 323 
Copperweld 424 
Corning Glass Works 226 
Crane 224 
Crown Central Petroleum 242 
Crown Cork & Seal 257 
Crown Zellerbach 140 
Cummins Engine 200 
Cyclops 309 
DPF * 399 
Dan River 417 
Company Rank 
Dana 158 
Dart & Kraft 29 
Data General 379 
Dayco 354 
Dean Foods 382 
Deere 65 
Deluxe Check Printers 470 
Dennison Manufacturing 441 
Dexter 463 
Diamond International 261 
Diamond Shamrock 112 
Digital Equipment 137 
Donnelly (R.R.) & Sons 271 
Dorchester Gas 390 
Dorsey 456 
Dover 311 
Dow Chemical 24 
Dow Corning 384 
Dow Jones 414 
Dresser Industries 83 
Du Pont (E.I.) de Nemours 12 
EG&G 391 
Eagle-Picher Industries 422 
Eastman Kodak 28 
Eaton 139 
Economics Laboratory 421 
Emerson Electric 118 
Emhart 215 
Engelhard 180 
Envirotech 485 
Esmark 127 
E-Systems 439 
Ethyl 214 
Evans Products 243 
Ex-Cel 1-0 292 
Exxon 1 
FMC 109 
Fairchild Industries 262 
Farmers Union Central 
Exchange 265 
Farmland Industries 64 
Federal Co. 296 
Federal-Mogul 347 
Federal Paper Board 465 
Ferro 392 
Fiat-All is 473 
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Company Rank 
Fieldcrest Mills 460 
Figgie International 371 
Firestone Tire & Rubber 88 
Ford Motor 6 
Fort Howard Paper 486 
Foster (L.B.) 458 
Foster Wheeler 220 
Foxboro 430 
Frederick & Herrud 490 
Freeport-McMoRan 345 
Fruehauf 183 
GAF 403 
GATX 278 
Gannett 258 
Gates Learjet 444 
General Cinema 350 
General Dynamics 76 
General Electric 11 
General Foods 52 
General Instrument 349 
General Mills 80 
General Motors 3 
General Signal 219 
General Tire & Rubber 163 
Genesco 387 
Georgia Kraft 469 
Georgia-Pacific 67 
Geosource 381 
Gerber Products 419 
Getty Oil 23 
Gifford-Hi11 446 
Gillette 178 
Gold Kist 212 
Goodrich (B.F.) 138 
Goodyear Tire & Rubber 38 
Gould 179 
Grace (W.R.) 53 
Great Northern Nekoosa 240 
Greyhound 82 
Grumman 203 
Gulf Oil 9 
Gulf Resources & Chemical 459 
Gulf & Western Industries 51 
Hammermill Paper 254 
Handy & Harman 425 
Harcourt Brace Jovanovich 453 
Company Rank 
Harnischfeger 412 
Harris 229 
Harsco 285 
Hart Schaffner & Marx 357 
Heileman (G.) Brewing 360 
Heinz (H.J.) Ill 
Hercules 157 
Hershey Foods 244 
Heublein 227 
Hewlett-Packard 110 
Honeywell 69 
Hoover 376 
Hoover Universal 445 
Hormel (Geo. A.) 247 
Hughes Tool 213 
Hyster 420 
IC Industries 92 
INTERC0 170 
Ideal Basic Industries 483 
Idle Wild Foods 436 
Illinois Tool Works 493 
Ingersoll-Rand 120 
Inland Steel 103 
Insilco 398 
Intel 363 
Interlake 313 
International Business 
Machines 8 
International Harvester 46 
International Minerals & 
Chemical 96 
International Multi foods 298 
International Ppaer 77 
International Telephone & 
Telegraph 254 
James River Corp. of 
Virginia 447 
Johnson Controls 291 
Johnson & Johnson 68 
Joy Manufacturing 297 
Kaiser Aluminum & Chemical 136 
Kaiser Steel 310 
Kane-Miller 401 
Kellogg 175 
Kellwood 435 
Kerr Glass Manufacturers 479 
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Company Rank 
Kerr-McGee 101 
Kidde 149 
Kimberly-Clark 147 
Knight-Ridder Newspapers 272 
Knudsen 496 
Koppers 190 
LTV 40 
Land O'Lakes 115 
Lear Siegler 235 
Lever Brothers 281 
Levi Strauss 148 
Libbey-Owens-Ford 275 
Lilly (Eli) 154 
Lipton (Thomas J.) 340 
Litton Industries 79 
Lockheed 57 
Lone Star Industries 328 
Louisiana Land & Exploration 273 
Louisiana-Pacific 312 
Lowenstein (M.) 432 
Lubrizol 337 
M/A-Com 464 
MAPCO 182 
Macmillan 487 
Magic Chef 402 
Mallinckrodt 477 
Manville 181 
Marathon Oil 36 
Marion 495 
Marmon Group Inc. 208 
Martin Marietta 130 
Maryland Cup 411 
Masco 338 
Masonite 454 
Mattel 330 
McCormick 408 
McDermott 108 
McDonnell Douglas 45 
McGraw-Edison 168 
McGraw-Hill 294 
McLouth Steel 385 
Mead 146 
Merck 145 
Mid-America Dairymen 283 
Midland Cooperatives 467 
Midland-Ross 332 
Company Rank 
Miles Laboratories 372 
Minnesota Mining & Manufac¬ 
turing 54 
Mitchell Energy & Development 395 
Mobil 2 
Mohasco 415 
Monfort of Colorado 355 
Monsanto 50 
Moore McCormack Resources 377 
Morton-Norwich Products 318 
Motorola 126 
Murphy Oil 167 
NCR 116 
NL Industries 156 
NVF 308 
Nabisco Brands 60 
Nalco Chemical 407 
Nashua 410 
National Can 233 
National Cooperative 
Refinery Association 374 
National Distillers & 
Chemical 218 
National Gypsum 317 
National Semiconductor 287 
National Service Industries 343 
National Starch & Chemical 405 
National Steel 94 
Natomas 232 
New York Times 344 
Newmont Mining 333 
North American Philips 131 
Northrop 194 
Northwest Industries 105 
Northwestern Steel & Wire 488 
Norton 264 
Norton Simon 141 
Nucor 450 
Oak Industries 468 
Occidental Petroleum 18 
Ogden 174 
01 in 193 
Outboard Marine 362 
Owens-Corning Fiberglas 169 
Owens-Illinois 98 
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Company Rank 
PACCAR 216 
PPG Industries 122 
Pabst Brewing 397 
Pacific Resources 299 
Palm Beach 474 
Parker-Hannifin 295 
Peabody International 449 
Peavey 352 
Penn Central 123 
Pennwalt 280 
Pennzoil 159 
PepsiCo 49 
Perkin-Elmer 293 
Pfizer 133 
Phelps Dodge 246 
Philip Morris 43 
Philips Petroleum 15 
Pi 1lsbury 129 
Pitney Bowes 252 
Polaroid 251 
Porter (H.K.) 418 
Potlatch 336 
Procter & Gamble 25 
Purex Industries 396 
Quaker Oats 161 
Quaker State Oil Refining 327 
RCA 44 
Ralston Purina 73 
Rath Packing 491 
Raychem 461 
Raytheon 62 
Reichhold Chemicals 320 
Republic Steel 87 
Research-Cottrel 1 492 
Revere Copper & Brass 353 
Revlon 171 
Rexnord 290 
Reynolds (R.J.) Industries 32 
Reynolds Metals 114 
Richardson-Vicks 268 
Riegel Textile 499 
Robertson (H.H.) 413 
Rockwell International 48 
Rohm & Haas 206 
Rohr Industries 452 
Company Rank 
SCM 201 
St. Regis Paper 151 
Savannah Foods & Industries 462 
Saxon Industries 388 
Schering-Plough 210 
Schlitz (Jos.) Brewing 335 
Scott & Fetzer 409 
Scott Paper 176 
Scovill 331 
Seagram (Joseph E.) & Sons 238 
Searle (G.D.) 304 
Shaklee 500 
Shell Oil 13 
Sheller-Globe 466 
Sherwin-Williams 231 
Signal Companies 70 
Signode 394 
Singer 150 
Smith (A.0.) 366 
Smith International 277 
SmithKline 195 
Sonoco Products 457 
Southwest Forest Industries 369 
Sperry 66 
Springs Mills 329 
Square D 289 
Squibb 207 
Staley (A.E.) Manufacturing 192 
Standard Oil of California 5 
Standard Oil (Indiana) 7 
Standard Oil (Ohio) 21 
Stanley Works 315 
Stauffer Chemical 217 
Sterling Drug 211 
Stevens (J.P.) 189 
Stokely-Van Camp 443 
Storage Technology 325 
Sun 17 
Sun Chemical 434 
Sunbeam 237 
Sundstrand 305 
Superior Oil 187 
Sybron 365 
TRW 71 
Tecumseh Products 356 
Tektronix 301 
135 
Company Rank 
Teledyne 134 
Tenneco 16 
Texaco 4 
Texas Instruments 91 
Textron 124 
Thiokol 383 
Time Inc. 125 
Times Mirror 186 
Timken 250 
Titanium Metals Corp. 
of America 469 
Todd Shipyards 426 
Tosco 117 
Trane 359 
Trinity Industries 380 
Tyler 370 
Tyson Foods 471 
Union Camp 222 
Union Carbide 30 
Union Oil of California 27 
Union Pacific 56 
Uni royal 177 
United Brands 95 
United Merchants & 
Manufacturers 404 
U.S. Gypsum 241 
U.S. Industries 285 
U.S. Steel 19 
United Technologies 20 
Universal Leaf Tobacco 306 
Upjohn 205 
V F 378 
Varian Associates 400 
Vulcan Materials 367 
Wallace Murray 428 
Walter (Jim) 191 
Wang Laboratories 341 
Warnaco 481 
Warner Communications 135 
Warner-Lambert 119 
Washington Post 375 
West Point-Pepperell 276 
Western Electric 22 
Westinghouse Electric 34 
Company Rank 
Westmoreland Coal 480 
Westvaco 230 
Weyerhaeuser 64 
Wheelabrator-Frye 209 
Wheeling-Pittsburgh Steel 288 
Whirlpool 166 
White Consolidated Industries 184 
Whittaker 221 
Willamette Industries 316 
Williams Companies 198 
Witco Chemical 267 
Wrigley (Wm. Jr.) 429 
Wyman-Gordon 427 
Xerox 42 
Zenith Radio 259 
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UNIVERSITY OF MASSACHUSETTS 
AMHERST • BOSTON • WORCESTER 
HUMAN RESOURCE RESEARCH CENTER 
SCHOOL OF BUSINESS ADMINISTRATION 
AMHERST. MASSACHUSETTS 01003. USA 
TEL: (413) 549-4930 
August 30, 1982 
In recent years there has been a growing interest in planning for the 
management of an organization's human resources. Less is known, how¬ 
ever, about the actual practices of organizations and the benefits of 
such planning. 
The enclosed questionnaire is part of a study of human resource planning 
practices in organizations. This project is concerned directly with 
learning more about human resource planning practices, how these vary by 
industry groups, and the contribution of such efforts to organization 
performance. 
The success of this project depends on getting cooperation from you and 
other human resource management professionals. Your answers will be 
kept confidential and used only in combination with others to get a 
composite picture. The questionnaire has an identification number so 
that follow-up mailings are only sent to those who do not respond. 
It will take about ten minutes to answer the questionnaire and to return 
it in the stamped reply envelope. Your response is important to the 
accuracy of the research whether your firm is engaged in human resource 
planning or not. You may receive a summary of the results by writing 
"copy of results requested" on the back of the return envelope and 
printing your name and address below it. 
We would appreciate your returning the questionnaire at your earliest 
convenience. Thank you for your cooperation. 
Sincerely, 
Stella M. Nkomo 
Research Associate 
Enclosure 
• HUMAN RESOURCE ASSOCIATION HUMAN RESOURCE MEASUREMENT PROCRAM HUMAN RESOURCE MANAGEMENT PROCRAM 
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University of Massachusetts at Amherst 
HUMAN RESOURCE RESEARCH CENTER 
Human Resource Planning Questionnaire 
Instructions: Most questions can be answered by circling the appropriate number unless 
otherwise noted. The answers you give will be completely confidential. If you have any 
questions about the study, please write or call. 
Please Return to: Stella M. Nkomo, Research Associate 
Human Resource Research Center 
School of Business Administration 
University of Massachusetts 
Amherst, MA 01003 
(413) 549-4930 ext. 300 
Q-l Does your corporation engage in formal long-range human resource planning (HRP)? 
(Circle One) 
12la 1 NO 
143 2 YES 
If NO, please skip to question #17 
If YES, please continue with question #2 
Q-2 Please indicate the time horizon used in your long-range human resource planning 
process. 
NUMBER OF YEARS SEE TABLE 6 
Q-3 In approximately what year did your corporation start preparing long-range human 
resource plans? 
IN 19 SEE TABLE 7 
a 
Figures represent frequencies for each category. 
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Q-4 Please indicate the organization level(s) at which long-range human resource plans are 
developed. (Circle One) 
11 1 CORPORATE ONLY 
5 2 DIVISION ONLY 
0 3 PLANT ONLY 
65 4 CORPORATE AND DIVISION 
0 5 CORPORATE AND PLANT 
3 6 DIVISION AND PLANT 
55 7 CORPORATE, DIVISION, AND PLANT 
4 8 OTHER (specify)_ 
Q-5 What group within the organization is most responsible for directing long-range human 
resource planning activities? (Circle One) 
104 
15 
5 
5 
1 
13 
1 CORPORATE PERSONNEL/HUMAN RESOURCE STAFF 
2 DIVISION PERSONNEL/HUMAN RESOURCE STAFF 
3 CORPORATE MANAGEMENT 
4 DIVISION MANAGEMENT 
5 CORPORATE/BUSINESS PLANNING DEPARTMENT 
6 OTHER (specify)-nORPQRATE/DIVISION PEROONNEL 3TAFF 
Q-6 Does your long-range human resource planning process include a systematic 
analysis of the following external factors or their equivalent? (Circle as many as 
applicable) 
77 1 DEMOGRAPHIC TRENDS 
54 2 SOCIAL/CULTURAL VALUES AND ATTITUDES 
101 3 TECHNOLOGICAL DEVELOPMENT 
96 4 ECONOMIC CONDITIONS 
79 5 POLITICAL/LEGAL/REGULATORY DEVELOPMENTS 
90 6 LABOR MARKET CONDITIONS 
14 7 OTHER (specify) _ 
Q-7 Does your long-range human resource planning process include the identification of 
objectives and strategies for any of the following: (Circle as many as applicable) 
130 
84 
130 
136 
56 
97 
50 
31 
11 
1 RECRUITMENT AND STAFFING 
2 COMPENSATION 
3 TRAINING AND DEVELOPMENT 
4 MANAGEMENT SUCCESSION 
5 EMPLOYEE BENEFITS 
6 AFFIRMATIVE ACTION/EEO 
7 LABOR RELATIONS 
8 HEALTH & SAFETY 
9 OTHER (specify) _ 
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Q-8 To what degree is your human resource planning (HRP) integrated with strategic business 
planning (SBP) in your corporation? (Circle One) 
bl 1 THERE IS NO FORMAL INTEGRATION 
^0 2 IN MOST CASES HRP BEGINS ONLY AFTER STRATEGIC BUSINESS PLANS ARE 
FORMULATED 
13 3 BEFORE SBP ARE FINALIZED HRP DATA IS REQUESTED BY STRATEGIC 
PLANNERS 
4 HRP IS AN INTEGRAL PART OF SBP 
Q-9 Does your long-range human resource planning process contain procedures for reviewing 
progress toward the attainment of objectives and/or procedures for correcting any 
discrepancies identified? (Circle One) 
37 1 NO 
106 2 YES 
Q-10 Does your long-range human resource planning process include an analysis of any of the 
following: (Circle as many as applicable) 
107 1 NUMBER OF EMPLOYEES AT EACH LEVEL, DEPARTMENT, OR LOCATION 
83 2 WORK-RELATED SKILLS OF EMPLOYEES 
102 3 EMPLOYEE DEMOGRAPHICS (e.g. age, sex, etc.) 
107 4 CURRENT EMPLOYEE PERFORMANCE 
91 5 POTENTIAL EMPLOYEE PERFORMANCE 
**5 6 EMPLOYEE ATTITUDES 
15 7 OTHER (specify) _ 
Q—11 Does your long-range human resource planning process include a forecast of future human 
resource requirements? (Circle One) 
20 1 NO 
122 2 YES 
Q—12 Which of the following are used in your long-range human resource planning process on a 
regular basis? (Circle as many as applicable) 
88 1 TIMETABLES AND SCHEDULES 
1(7 2 A HUMAN RESOURCE PLANNING MANUAL 
110 3 FORMS FOR COLLECTING HUMAN RESOURCE DATA 
58 4 DOCUMENTS SPECIFYING ROLES AND RESPONSIBILITIES 
15 5 OTHER (specify)___ 
141 
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Q-13 Which of the following techniques are used on a regular basi3 in the development of 
your long-range human resource plans? (Circle as many as applicable) 
120 i REPLACEMENT CHARTS 
73 2 SKILLS INVENTORIES 
77 3 MANNING TABLES 
7 4 TIME SERIES/REGRESSION ANALYSIS 
5 5 DELPHI FORECASTS 
14 6 COMPUTER SIMULATION 
6 7 MARKOV MODELS 
11 8 OTHER (specify)_ 
Q-14 Which of the following categories of employees are covered by your long-range human 
resource planning process? (Circle as many as applicable) 
^ 1 MANAGERIAL 
2 TECHNICAL AND PROFESSIONAL 
? 3 OFFICE AND CLERICAL 
18 4 SKILLED 
5 5 UNSKILLED 
23 6 ALL EMPLOYEES 
Q-15 In your opinion, what has been the contribution of long-range human resource planning 
to the bottom-line performance of your organization? (Circle One) 
1 OF NO IMPORTANCE 
2 SLIGHTLY IMPORTANT 
3 IMPORTANT 
4 VERY IMPORTANT 
5 EXTREMELY IMPORTANT 
8 DON'T KNOW 
SEE TABLE 30 
Q—16 In your opinion, in what areas has long-range human resource planning benefitted your 
company? (Please circle the number in each area) £EE TABLE 30 
Marginally 
Beneficial 
Extremely 
Beneficial 
A. Labor cost savings 1 
B. Employee productivity 1 
C. Employee job satisfaction 1 
D. Management Development 1 
E. EEO Compliance 1 
F. Reduced Understaffing/. 
overstaffing 1 
G. OTHER (specify) 
(1)_ 1 
2 
2 
2 
2 
2 
3 4 5 
3 4 5 
3 4 5 
3 4 5 
3 4 5 
2 3 4 5 
2 3 4 5 
(2) 2 3 4 5 
142 
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Q—17 Please indicate the approximate percentage of employees in the entire corporation in 
each of the following job categories: 
1 
2 
3 
4 
5 
SEE TABLE 18 
MANAGERIAL 
TECHNICAL AND PROFESSIONAL 
OFFICE AND CLERICAL 
SKILLED 
UNSKILLED 
Q-18 Please indicate your TITLE:_SEE TABLE 2 
Q—I9 (OPTIONAL) Sample manuals, procedures, policies or examples of your human resource 
planning system would be welcome. ALL INFORMATION WILL BE KEPT CONFIDENTIAL. 
THANK YOU FOR YOUR ASSISTANCE. 
APPENDIX E 
COMPUSTAT DEFINITIONS 
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This appendix presents the definitions of each performance vari¬ 
able used in the study. The definitions are those reported in the 
Compustat Industrial File Manual. The data included on the Industrial 
File are obtained from reports filed by the companies with the Securi¬ 
ties and Exchange Commission, annual reports, and other data directly 
supplied from the corporations. 
1. Sales Growth 
Sales: Consists of gross sales reduced by cash discounts, trade 
discounts, and returned sales and allowances for which 
credit is given to customers. 
2. Earnings growth (measured by operating income growth) 
Operating income: Represents net sales less cost of goods sold and 
operating expenses before deducting depreciation, 
amortization, and depletion. 
3. Earnings/Sales ratio 
Earnings and sales are defined above. 
4. Earnings/Total Assets (ROI) 
Earnings as defined above. 
Total Assets: Represent cash and other assets of the corporation. 
5. Earnings/Labor Costs 
Labor costs (Labor and related expenses on Compustat Tapes): in¬ 
cludes salaries, wages, pension costs, profit sharing, and incentive 
compensation, payroll taxes and other employee benefits. 
Earnings as defined above. 
6. Earnings/Employees 
Earnings as defined above. 
Employees: Represent the number of company workers as reported to 
shareholders at the year end. 
7. Labor Costs/Employees 
Labor costs and employees defined above. 
8. Assets/Employees 
Assets and employees defined above. 
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QUESTIONS ON STRATEGIC NEEDS 
Identify those aspects of your strategic plans which have human resource implications and/or challenges for 
your organization. Check possible action areas. 
Action Areas-Examples of Solutions 
A. Recruiting H. New Specializations 
B. Modify Recruiting/Selection 1. Retraining 
C. Training/Development J. Reassignments/Lateral Moves 
D. Employee Communications K. Terminations 
E. Organization/Position Changes L. Modify Staffing Requirements 
F. New Systems/Procedures M. Modify Job Requirements 
G. Additional Staffing N. Other (Specify) 
STRATEGIC NEEDS HAVING 
HUMAN RESOURCE IMPLICATIONS 
POSSIBLE SOLUTIONS 
1. Expansion of existing business activities? □ a □ 0 □ G □ J □ M 
□ B □ E □ h □ K □ N 
□ c □ F □ l □ L 
2. Addition of new capacity (new plants, equipment, facilities, etc.)? □ a □ d □ g □ J □ M 
□ B □ e □ h □ K □ N 
□ c □ F □ l □ J 
3. Deemphasis or discontinuance of any business activities? □ a □ 0 □ g □ j □ M 
□ b □ e □ h □ K □ n 
□ c □ F □ J □ L 
4. New ventures, acquisitions or divestitures? □ a □ o □ g □ j □ M 
□ b □ e □ H □ K □ N 
□ c □ F □ J □ L 
5. New products or services? □ a □ D □ g □ J □ M 
□ B □ E □ H □ K □ N 
□ C □ F □ l □ L 
6. New technologies or applications? □ a □ D □ G □ j □ M 
□ b □ e □ H □ K □ N 
□ C □ F □ l □ L 
7. Changes in operating methods or productivity improvements? □ a □ 0 □ G □ j □ M 
□ B □ E □ h □ K □ N 
• 
□ c □ F □ l □ L 
8. Others? □ a □ D □ g □ j □ M 
□ B □ E □ h □ K □ n 
□ c □ F □ 1 □ L 
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STRATEGY: 
 Impact 
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Areas of Concern M 
EXTERNAL 
Resources: 
Political: 
Social: 
Economic: 
Availability and cost of raw materials, energy supply, 
people (demographics, skills, etc.), capital equipment, 
cartel controlling resources. 
Action/trends in legislature enactments and rulings, i.e., 
OSHA, ERISA, S.S., EPA, EEO, FASB/SEC; Presidential 
Administration philosophy. 
Trends in leisure time, retirement, redefinition of 
work, individual worth, norms and values of behavior, 
employee rights, public attitudes. 
World-wide and domestic competitive trends, inflation, 
deflation, employee compensation trends, GNP, money 
markets, taxes & tariffs, interest rates, unemployment 
rate. 
Technological: Rate of innovation and shape of new developments. 
Productivity: Levels of and changes in process improvements, 
employee attitudes, union attitudes, etc. 
Regional Issues: Property values, unique labor force, transportation. 
INTERNAL 
Marketing: 
Manufacturing: 
Financial/ 
Accounting 
Engineering: 
Human 
Resources: 
Public 
Relations: 
Legal: 
Expansion, contraction, competition, diversification, 
policy development, market planning, advertising. 
Productivity, capacity, methods, capital equipment, 
job design, facilities. 
Source and uses of funds; cost of money, credit policy, 
MIS support, company's ability to fund new ventures. 
Major product and process development and improvement. 
Source of new products (internal vs. external), shift 
of technological expertise and/or basic research required. 
Number of people, skills, availability, employee rights, 
relocation, organization design, employee attitudes, 
affirmative action. 
Public attitudes, stockholders and media relations, 
government interface. 
Potential litigation, merger and acquisitions, divesti¬ 
tures, patents, licensing, contracts. 
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The results of the analyses for hypothesis 1 presented in Chapter 
IV controlled for industry effects on performance and really represents 
a conservative test of the hypothesis. This strategy was chosen because 
of the emphasis placed on industry differences in performance in the re¬ 
search literature. Ideally, there is a need to account for differences 
in industry conditions in assessing firm performance. Lenz (1981) has 
stated that inter-industry studies that fail to allow for such differ¬ 
ences may result in misleading results. However, given the earlier 
finding that human resource planning category is independent of industry 
group, an argument could be made for a more simplified test of hypothe¬ 
sis 1. Accordingly, a one-way MANOVA was also performed. The results 
of this analysis are presented in Tables 31 and 32 which follow. 
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TABLE 31 
HRP AND PERFORMANCE: GROUP MEANS AND 
SUMMARY OF ONE-WAY MANOVA 
HRP Category3 
Dependent Variables*3 
No 
(N=53) 
Yes 
(N=39) 
Univariate 
F-Ratio P 
1. Sales Growth 15.57 14.35 1.35 .25 
2. Earnings Growth 15.49 10.54 2.75 .11 
3. Earnings/Sales 14.65 13.80 .35 .56 
4. ROI 18.50 18.61 .01 .94 
5. Earnings/Labor Costs 89.28 77.72 .40 .33 
6. Earnings/Employee 17,570 13,330 .96 .33 
7. Labor Costs/Employee 19,250 17,990 1.19 .28 
8. Assets/Employee 87,170 66,410 1.66 .20 
Multivariate: T^= 5.18; Fg ,83=*60, P= 
.78 
3 
Figures represent cell means. 
^Full set of eight dependent variables. 
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TABLE 32 
HRP AND PERFORMANCE: GROUP MEANS AND SUMMARY ONE-WAY 
MANOVA--REDUCED SET OF DEPENDENT VARIABLES 
HRP Category9 
Dependent Variables*3 
No 
(N=l 06) 
Yes 
(N=60) 
Univariate 
F-Ratio P 
1. Sales Growth 15.82 13.57 2.57 .10 
2. Earnings Growth 15.50 13.46 2.68 .11 
3. Earnings/Sales 13.85 13.27 .26 .62 
4. ROI 18.22 18.11 .01 .92 
5. Earnings/Employee 15,910 11,170 1.44 .23 
6. Assets/Employees 77,930 58,550 2.28 .13 
Multivariate: T^=6.93; F =112 r6,l59 lmlc' 
p=. 35 
aFigures represent cell means. 
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